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Abstract 
 

Public administration has become critical for nations and organizations in an increasingly complex 

and challenging environment. Leaders need to be competent in making good public leadership happen, 

yet many acknowledge that they are not sure that their practices would yield success. In this study, we 

explore the status of leadership competencies of public sector leaders in North Shoa Zone. A total of 

800 questionnaires were administered to all top and deputy leaders in North Shoa Zone, but 783 

questionnaires were properly filled and returned. A review of integrated leadership competencies that 

any leader need to practice was made. Respondents completed a structured questionnaire to indicate 

their perceived use of the competencies in their leadership practice and performance.  Quantitative 

research method was used and descriptive data analysis technique with the help of SPSS version 18 

was used to analyze the data. The result shows that out of the seven competencies that leaders must 

exhibit at higher level, leaders in North Shoa Zone of Amhara Region were aware and demonstrating 

only two of these competencies : personal factors and resource acumen. Their awareness and 

implementation of the other five leadership competencies constituent namely Leading Change, Leading 

People, Result Driven (Result Orientation), Managing Process and Building Coalition was low. Hence 

the study recommends that a training program on the seven Leadership Competencies and Emotional 

Intelligence to be organized and implemented continually to make the existing and new entrant public 

institution leaders effective in their leadership. 

Key words: Public Organization, Leadership Competencies 
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Chapter One 

1.1. Introduction  

 

In Ethiopia, there has been a continuous effort to lift the country out of poverty and ensure 

sustainable development by introducing successive development program and public-sector 

improvement initiatives. This has continued again with the announcement of the new local 

economy growth initiative for prosperity. These are possible only if there are leaders who are 

having the right knowledge, skill and attitude to discharge all the responsibilities and duties 

vested on them to have best performance. Effective public-sector leadership is integral to 

performance of government institutions. Effective leaders create positive organizational 

cultures, strengthen motivation, clarify mission and organizational objectives, and steer 

organizations to more productive and high performing outcomes. Because leadership plays a 

crucial role in the other two factors believed to drive employee satisfaction—utilizing 

employee skills and teamwork— developing and sustaining effective leaders for the 

government of the 21st century is clearly fundamental.  

The concern for finding and keeping effective leaders is a priority not only for the business and 

private sector but for the public sector as well. In private sector organizations, the role and 

authority of leadership is clearly identified and often clearly stated. Exercising leadership in 

public sector organizations, however, is different from leading private organizations. As stated 

by Ingraham and Taylor (2004), one of the most significant is the two distinct administrative 

models created by placing elected and appointed officials, as well as senior leaders from the 

career bureaucracy at the top of many public organizations.  

 For public organizations, the need to perform well probably with more limited resources is 

heightened by state budgetary crises, immense new concerns and the need to manage and lead 

public employees in more flexible and performance-oriented management systems. This 

requires an effective leader who can work under such situation. 
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1.2. Background of the Organization  

 

North Shoa Zone is one of the eleven zones found in Amhara region of Ethiopia. According to 

the statistical evidence obtained from the zone plan and economic development office, the 

projected 2020/21 number of people living in this zone is 22,335,205. Out of these 11,196,408 

are males and the rest 11,138.797 are females. There are 22 Weredas and 6 City 

Administrations. At zonal administration level there are 27 offices. 21 offices have only one 

executive. At woreda level administration, 12 Weredas have 26 offices and the remaining 10 

Weredas have 25 offices. 6 offices have two top executives. The rest offices have only one 

executive. Among   6 city administrations, Debre Berhan and Shewa Robit city administrations   

have 23 offices. 3 offices in Debre Berhan city administration and 2 offices in Shewa Robit 

city administration have two executives. The remaining 4 city administrations have 11 offices 

which are led only by one executive.  

1.3. Statement of the problem 

 

Ingraham (2006, 2) writes about “leadership’s centrality to effective organization and good 

government” highlighted by the “events of the past few years:” “The complexity of problems 

confronted by organizations and their leaders in all sectors has increased exponentially.” In 

graham and collaborator Getha-Taylor (2004, 95) argue, “Effective leaders create positive 

organizational cultures, strengthen motivation, clarify mission and organizational objectives, 

and steer organizations to more productive and high performing outcomes.” Ingraham and 

Getha-Taylor (2004, 111) stated that public sector leadership and expertise as instrumental in 

confronting “the challenges ahead.” Challenges that, according to Luke (1992), in the 

conditions of interdependence and interconnectedness, require of individual leaders and 

administrators new interpersonal and analytical skills in order for them to manage in the public 

interest. Among some of the challenges in the public service organization of North Shoa Zone 

are:  poor performance, failure to serve the customers fairly and ethically, signal of corruption, 

frequent turnover of politically assigned leaders, demands for collaboration within and across 

organizations, demands for efficiency and transparency, and a culturally, ethically and 

ethnically diverse workforce.  

Public sector leadership failures to mitigate or cope up with these challenges indicate that lack 

of leadership in public organizations is quite real. There are many customers and employees 

indicating leadership to be deficient in different offices of the zone, woreda and city offices. 
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Lack of professional management training, knowledge or skills among those elected, appointed 

or promoted to leadership positions is another problem. Zauderer and Ridgeway (2003) observe 

Professionals in public service are frequently trained in technical fields such as engineering, 

law, accounting and finance, geography, biology, medicine, soil science and economics. Their 

strong technical background enables them to exercise judgment in their field of practice. 

However, this background may be of little use in the domain of leadership and management. 

Having entered that domain, to cite Denhardt and Denhardt (2009), the new administrator soon 

discovers a completely new world of work. Now the most pressing questions are not the 

technical ones, but rather those having to do with management, with program planning and 

design, with supervision and motivation, and with balancing scarce resources. …it is almost as 

if one has been asked to change professions in midcareer from technical expert to public 

manager.  

Thus, increasingly, leadership quality is being linked to leadership training and development. 

After all, as Zauderer and Ridgeway (2003) put it, Executives with minds educated in the realm 

of leadership and organization studies can more consistently diagnose and improve their 

organizations and exercise enlightened judgment in the public interest.  As the preliminary 

assessment result about the issues under investigation in the study area shows that regardless 

of the educational and work experiences they had, leaders at various levels lack practical 

management and leadership skills to lead their organizations-Zone, Woreda, city 

administration-to success. This was further confirmed by stakeholders in North Shoa Zone, 

who have identified the need for training and capacity building to enhance the leadership 

competencies of leaders at different levels, during the validation workshop of Debre Berhan 

University Research and Community Service Roadmap hosted in the university last year. 

Therefore, this research tried to diagnose the deficiencies, design the right solutions and deliver 

these solutions with appropriate modalities that fit the local context.   

1.4.1.4. Scope of the Study 

 

The depth of the study focuses on leadership in North Shoa zone public service organizations 

in Amhara Region, Ethiopia. The target of the study is the first two top leaders/executives of 

zonal and Wereda administration offices and the researchers focused on leadership 

competencies. 
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1.5.Significance of the Study 

 

No one would argue that inadequate public-sector leadership adversely affects the performance 

of government institutions. Therefore, the ’identification of the required core, technical, and 

behavioral competencies, testing/validating them and incorporation in to leadership training 

and development is a relevant and important subject for academic research like this one. The 

study would provide a closer and more critical look at the relevance of the existing public 

leadership competencies and identify emerging, future-oriented leadership competencies. It 

also responds to the perceived need to further develop competency-based theory of leadership 

and contributes, through the advancement of the topic, to the improvement of our civil service 

and its leadership cadre training and development. A competency framework can be used as a 

tool in, first, identifying those desired aptitudes and/or qualifications and, second, ensuring, 

through providing the necessary skills, knowledge and experience to those who strive to 

leadership positions. 

 The result of the study is hoped to be helpful for enhancing leaders’ competencies in the study 

area. It also enables both Debre Berhan University and the researchers as staff of the university 

in order to play their role in serving the community. Besides the result of this study will 

contribute to identify public organization leadership competencies gaps and the findings of 

study will be used as an input to develop project. Furthermore, it can serve as a spring board 

for future researchers who will conduct their study in this area. 

1.6.1.6. Objectives of the study 

 

1.6.1. General objective 

 

The essential research objective of the study is to enhance the competencies of leaders in the 

public service Organizations of North Shoa Zone. The result of the study will serve as basis for 

developing a project to enhance the leadership competencies of present leaders and to develop 

competent public institution leaders in the future through training. 

1.6.2. Specific objectives 

 

The specific objectives of the study are to: 

 Examine the effect of difference in demographic characteristics of leaders on their 

leadership competencies 
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 Assess the current practice of leaders in the identified competencies in the study area. 

 Identify the gaps/deficiencies in these required competencies in the study area.  

 Explore the type of interventions required to enhance the leadership competency of 

leaders in the study area. 

1.6.3. Research questions 

 

1. What is the effect of difference in demographic characteristics of leaders on their leadership 

competencies in the study area? 

2. What is the current practice of leaders in the identified competencies in the study area? 

3. What are the gaps/deficiencies in these required competencies in the study area? 

4. What type of interventions are required enhancing the leadership competency of leaders in 

the public service institutions in the study area? 

1.7. Expected deliverables (outputs and outcomes) 

 

North Shewa Zone Amhara Regional State public sectors that are involved in the study will 

benefit from the output of this study both in the short run and in long run. It is hoped that the 

study would end up in developing intervention program (appropriate approach) that could 

enhance the capabilities of the leaders and in the end the sectors benefit. In sum the sectors will 

become productive and competitive in this dynamic world whereby regional and national 

development could be realized.  

The sectors found in North Shewa Zone, where this research is conducted, could be role models 

by transforming themselves from their current status to a new state of leadership practices, 

which effectively contribute to the dynamic shift for the region in particular and for the country 

in general, towards a knowledge-based leadership. 

The final output of the research proposed appropriate intervention program (approaches). The 

major output of the study will be an integrated intervention plan to enhance leadership 

competencies of Leaders in different offices to bring about significant differences in the 

performance of the sectors and the region at large. The outcome of the study is useful for 

enhancing competencies of leaders who can effectively live up to the expectations of the people 

they serve. These in turn boost the economy of the region in particular and the country in 

general.    
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 1.8. Dissemination plan 

 

The findings of this study will be disseminated using either of the following: report to the 

concerned bodies, presenting the result using conference, workshop and publishing using a 

reputable journals. The findings of the study will be disseminated to the university, sector 

officers and workers in the zone and finally whenever possible to policy makers of the Amhara 

National Regional State. 
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Chapter Two 

Review of Related Literature 

2.1. Theories of Leadership 

 

There are as several views of leadership as there are characteristic that distinguish leaders from 

non-leaders. While most research today has shifted from traditional trait or personality-based 

theories to a situation theory, which dictates that the situation in which leadership is exercised 

is determined by the leadership skills and characteristics of the leader (Avolio, Walumbwa, & 

Weber, 2009). According to Wolinski (2010), all contemporary theories can fall under one of 

the following three perspectives: leadership as a process or relationship, leadership as a 

combination of traits or personality characteristics, or leadership as certain behaviors or, as 

they are more commonly referred to, leadership skills. In the more dominant theories of 

leadership, there exists the notion that, at least to some degree, leadership is a process that 

involves influence with a group of people toward the realization of goals. Scholarly interest in 

leadership increased significantly during the early part of the twentieth century, identified eight 

major leadership theories. While the earlier of these focused on the qualities that distinguish 

leaders from followers, later theories looked at other variables including situational factors and 

skill levels (Charry, 2012). Although new theories are emerging all of the time, most can be 

classified as one of Charry’s eight major types: 

2.1.1. "Great Man" Theory 

 

Ololube(2013) notes that Great man theories assume that the capacity for leadership is inherent, 

that great leaders are born, not made. These theories often portray leaders as heroic, mythic 

and destined to rise to leadership when needed. The term great man was used because, at the 

time, leadership was thought of primarily as a male quality, especially military leadership.  

2.1.2. Trait Theory  

 

Similar in some ways to great man theories, the trait theory assumes that people inherit certain 

qualities or traits make them better suited to leadership. Trait theories often identify particular 

personality or behavioral characteristics that are shared by leaders. Many have begun to ask of 

this theory, however, if particular traits are key features of leaders and leadership, how do we 

explain people who possess those qualities but are not leaders? Inconsistencies in the 
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relationship between leadership traits and leadership effectiveness eventually led scholars to 

shift paradigms in search of new explanations for effective leadership. 

 2.1. 3. Contingency Theories  

 

According to Charry (2012), contingency theories of leadership focus on particular variables 

related to the environment that might determine which style of leadership is best suited for a 

particular work situation. According to this theory, no single leadership style is appropriate in 

all situations. Success depends upon a number of variables, including leadership style, qualities 

of followers and situational features a contingency factor is thus any condition in any relevant 

environment to be considered when designing an organization or one of its elements (Naylor, 

1999). Lamb (2001) also mentioned that as Contingency theory states that effective leadership 

depends on the degree of fit between a leader’s qualities and leadership style and that demanded 

by a specific situation.  

2.1.4. Situational Theory  

 

Situational theory proposes that leaders choose the best course of action based upon situational 

conditions or circumstances. Different styles of leadership may be more appropriate for 

different types of decision-making. For example, in a situation where the leader is expected to 

be the most knowledgeable and experienced member of a group, an authoritarian style of 

leadership might be most appropriate. In other instances where group members are skilled 

experts and expect to be treated as such, a democratic style may be more effective 

(Amanchukwu et al., 2015). 

 2.1.5. Behavioral Theory 

 

According to Amanchukwu et al.(2015), behavioral theories of leadership are based on the 

belief that great leaders are made, not born. This leadership theory focuses on the actions of 

leaders not on intellectual qualities or internal states. According to the behavioral theory people 

can learn to become leaders through training and observation. Interest in the behavior of leaders 

has been stimulated by a systematic comparison of autocratic and democratic leadership styles 

(Naylor, 1999). It has been observed that groups under these types of leadership perform 

differently: Autocratically led groups will work well so long as the leader is present. Group 

members, however, tend to be unhappy with the leadership style and express hostility; 
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democratically led groups do nearly as well as the autocratic group. Group members have more 

positive feelings, however, and no hostility. Most importantly, the efforts of group members 

continue even when the leader is absent.  

2.1.6. Participative Theory  

 

Participative leadership theories suggest that the ideal leadership style is one that takes the 

input of others into account. Participative leaders encourage participation and contributions 

from group members and help group members to feel relevant and committed to the decision-

making process. A manager who uses participative leadership, rather than making all the 

decisions, seeks to involve other people, thus improving commitment and increasing 

collaboration, which leads to better quality decisions and a more successful business (Lamb, 

2013).  

2.1.7. Transactional/Management Theory  

 

Transactional theories, also known as management theories, focus on the role of supervision, 

organization and group performance and the exchanges that take place between leaders and 

followers. These theories base leadership on a system of rewards and punishments (Charry, 

2012). In other words, on the notion that a leader’s job is to create structures that make it 

abundantly clear what is expected of followers and the consequences (rewards and 

punishments) associated with meeting or not meeting expectations (Lamb, 2013). When 

employees are successful, they are rewarded and when they fail, they are reprimanded or 

punished (Charry, 2012). Lamb (2013) notes that managerial or transactional theory is often 

likened to the concept and practice of management and continues to be an extremely common 

component of many leadership models and organizational structures  

2.1.8. Relationship/Transformational Theory  

 

Lamb (2013) notes relationship theories, also known as transformational theories, focus on the 

connections formed between leaders and followers. In these theories, leadership is the process 

by which a person engages with others and is able to “create a connection” those results in 

increased motivation and morality in both followers and leaders. Relationship theories are often 

compared to charismatic leadership theories in which leaders with certain qualities, such as 

confidence, extroversion, and clearly stated values, are seen as best able to motivate followers 
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Relationship or transformational leaders motivate and inspire people by helping group 

members see the importance and higher good of the task. These leaders are focused on the 

performance of group members, but also on each person to fulfilling his or her potential. 

Leaders of this style often have high ethical and moral standards (Charry, 2012). 

2.1.9. Skills Theory 

 

According to Wolinski (2010), skills theory states that learned knowledge and acquired 

skills/abilities are significant factors in the practice of effective leadership. Skills theory by no 

means refuses to acknowledge the connection between inherited traits and the capacity to lead 

effectively, but argues that learned skills, a developed style, and acquired knowledge, are the 

real keys to leadership performance. A strong belief in skills theory often demands that 

considerable effort and resources be devoted to leadership training and development  

2.2. Empirical review of leadership competencies  

 

While there have been many studies aimed at determining  the public sector leadership 

competencies  in developed countries, there are few that focus on developing countries of 

Africa, and indeed almost none in Ethiopia. To do so, it is better to see what factors different 

individuals in different countries considered in previous times. 

Using exploratory method, Illiash, I. (2013) has tried to develop an integrated model of 

public-sector leadership competencies. The review of the “building blocks” of the integrated 

model presented below offers a closer look at such public service professionals in their 

leadership capacity.  In the discussion below are frames of references within which the 

concepts of competencies will be developed for the public sector leadership program and 

provide their brief descriptions. 

 

2.2.1. Personal Fundamentals  

 

This cluster of competencies is comprised of those individual skills, traits, and abilities that 

serve as a foundation—a necessary prerequisite—for success in demonstrating all other public 

leadership competencies covered in the model. With eleven competencies and many sub 

elements, this is the biggest cluster of the integrated model. 
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2.2.1.1. Interpersonal Skills and Related Attributes 

 

Present-day public-sector executives must be able to apply “people skills” that involve both 

“understanding people and understanding how to manage them in social situations” (Riggio et 

al., 2004), such as work settings, to effectively engage employees, build intra- and inter-

organizational partnerships, and communicate with their customers and stakeholders. Evidence 

suggests that the importance of interpersonal skills increases as one moves up the 

organizational hierarchy (Riggio et al., 2004). This makes sense in that “the complexity of the 

leadership situation increases” the closer one gets to the top, and it is the leader’s interpersonal 

skills that help him/her read and interpret the complex social situation and “enact the complex 

roles and behaviors needed to be successful” (Riggio et al., 2004). 

But not only that, the importance of interpersonal skills increases in the context of greater 

interconnectedness and expanding shared responsibility for societal wellbeing. The content of 

this competency is also becoming more nuanced—to better address the requirements of 

collaborative leadership. 

2.2.1.2. Communication Skills and Subs kills 

 

As Paul Van Riper famously said, “Effective organization men are masters of language” (in 

Van Wart, 2005, 129). The significance of this competency depends on the power of language 

to inspire others to follow the leader. In everything a leader does, from coaching subordinates 

to monitoring and assessing their work, to imparting in them a powerful organizational vision 

effective communication is the key to his success.  

According to the Winter Commission (1993, 43), competency in communication means 

addressing successfully “one of government’s greatest challenges”— communicating with 

constituencies—that “calls for two kinds of skills often missing in the public sector: (1) the 

ability to shape a persuasive message for a particular audience and (2) the ability to understand 

what that audience thinks and wants. If government is to articulate a clear vision for the 

future—and build support for it—it must learn to listen and respond.” 

 According to Svara (2007, 94), “there is a need for communication that is based on shared 

understanding, symbols and information” and that is “commonly disseminated through open 

media” and not through closed internal channels. Appreciation of new forms of communication 

and the ability to use them; developing their own communication links with the public, the 
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mass media, and other key actors; and the ability “to develop clear and coherent messages to a 

wide range of audiences” as part of the broader government efforts comprise this competency 

(Svara, 2007, 94). 

2.2.1.3. Cognitive Attributes 

 

A fast-paced, ever changing landscape of the public service requires of public managers keen 

understanding of complex systems, fast reactions, considerable retentive capacity, attention to 

details and the ability to grasp the bigger picture. It is through a set of cognitive attributes that 

an individual comes to an understanding of a situation, task, problem, opportunity, or body of 

knowledge. No wonder then that they are considered necessary prerequisites for performing 

managerial or leadership functions in any sector of society or at any level of government.  

2.2.1.4. Continual Learning 

 

As the human lifespan gets longer, the lifespan of knowledge gets increasingly shorter. 

“Because what we learn changes so rapidly, how we learn must change correspondingly” and 

become “a continuous, lifelong undertaking. Leadership, therefore, necessitates a commitment 

to learn. “We must constantly learn by ourselves and with others” and “the need for learning 

must be continuous and concurrent with the need to get the work done” (Scholtes, 1999, S706). 

A leader’s proclivity for continual learning ensures that he or she does not lose his/her 

effectiveness over time as a leader of a “learning organization” (Scholtes, 1999, S706). 

Continual learning starts with self-knowledge. At the heart of this competency lies information 

seeking.  

Information Seeking, Bowman et al. (2010) distinguish between two types by which leaders 

can acquire information: inward- and outward looking. Inward-looking is equally important to 

all organizations, public and private, while outward-looking is especially relevant for the public 

sector “as federal, state, and local governments have introduced e-government initiatives to 

enhance communication between government and citizens, government and businesses, and 

different layers of government” (Bowman et al., 2010, 60). 

2.2.1.5. Emotional Intelligence (EI)/ Maturity 

 

This competency deals with emotional aspects of leadership and their paramount importance 

in determining leader effectiveness. Research shows that approximately 50 to 70 percent of 
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how employees perceive their organization’s climate can be directly linked to the actions of 

one person: the leader, who, more than anyone else creates the conditions that affect 

employees’ emotional state and, therefore, their ability to work well (Goleman, 2006). This 

means that how well leaders manage their moods and influence everybody else’s moods is not 

just a private matter but a pivotal factor in organizational success 

2.2.1.6. Need for Achievement 

 

Rainey (2003) defines need for achievement as the need for a sense of mastery over one’s 

environment and successful accomplishment through one’s own abilities and efforts; a 

preference for challenges involving moderate risk, clear feedback about success, and ability to 

sense personal responsibility for success. 

 Achievement motivation is so important that the entire nations or cultures that have it 

embedded in “cultural documents such as popular fiction or schoolchildren’s readers are 

associated with subsequent [high] levels of economic performance and development” (Shira et 

al., 2004). In politics, however, the relationship between high achievement motivation and 

successful political leadership is negative, as the ability to compromise—the foundation of 

political skills—is alien to the notions of “being in control and achieving ‘the best’ outcomes” 

(Shira et al., 2004). 

2.2.1.7. Initiative 

 

Although initiative has been cited in seven out of eighteen models, public administration texts 

do not seem to pay much attention to this competency. Based on Spencer et al. (1993) and 

NCHL’s definitions (See Appendix A), I define initiative as the ability to anticipate future 

challenges and being proactive in the present so as to avoid/ reduce negative impact of the 

problems or create favorable opportunities for one’s organization/ unit. In Theodor Roosevelt’s 

understanding, being proactive means to be at the forefront of continuous change and reform 

(Shafritz et al., 2005, 48). 

2.2.1.8. Decisiveness 

 

Once again, as with initiative, the dearth of public administration literature on decisiveness is 

quite noticeable and probably reflects the fact that this competency is in conflict with the public 

leader’s need to be responsive to political power.  
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2.2.1.9. Personal and Organizational Integrity 

 

All social interaction builds on trust, and there is no trust toward a person with whom we 

interact without that person being regarded as having integrity (Covey, 1992). With regard to 

leadership qualities, as Warren Bennis (2003) rightly pinpointed, “…integrity is the most 

important characteristic of a leader, and one that he or she must be prepared to demonstrate 

again and again.” Ingraham et al. (1999, 226) provide a similar argument: “Trust in the 

executives is essential to navigating the turbulence effectively;” while Yukl et al. (2005, 371) 

link integrity with leadership theory: “Setting an example in one’s own behavior is an important 

form of influence…”  

According to Luke (1998), “Integrity requires the considered, consistent adherence to chosen 

core values, convictions, and commitments [commitments contributing to one’s identity]” 

(231). He associates it with four elements: inner compass—“an ongoing set of internal 

imperatives and commitments, rather than a reliance on external rules and controls, that orients 

and guides one’s actions;” inner strength—the will “to establish lines over which one will not 

step,” which, in essence, means “developing, pursuing, and holding core commitments toward 

principles, causes, ideas, and people;” strength of conscience—a demonstration of firm (but 

not rigid), internalized set of moral principles that guide one’s behavior and action; and moral 

courage (230-233). As Bowman et al. (2010, 92) indicate, integrity is a life-long process of 

character formation that requires periodic “examination of the ethical impact of one’s actions” 

and a continued “strife for excellence.”  

Bryson and Crosby (1992, 42) define organizational integrity as the leader’s commitment to 

and acting upon ethical principles, involving the organization’s stakeholders in ethical analysis 

and decision making, inculcating a sense of personal responsibility in followers, and rewarding 

ethical behavior.  

2.2.1.10. Personal and Professional Ethics 

 

As Waldo observes, public servants often find themselves simultaneously facing a multitude 

of competing obligations that belong to different levels of ethics and types of morality, from 

obligations to the Constitution, law, country, and the public interest to organizational-

bureaucratic norms and profession, to, finally, family, self, and God (in Stillman, 1996, 463-

465). Therefore, according to Bowman et al. (2010), to assume that good character of a public 
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servant ensures that s/he will “act honorably in professional situations” would make as little 

sense as to suggest that a physician does not require special training to practice medicine. That 

is why their “technical ability to analyze problems…must be complemented by the capacity to 

grasp those problems in a manner consistent with professional rectitude” (Bowman et al., 2010, 

71). Thus, ethics “is the foundation of everything a professional is or does” (Bowman et al., 

2010, 69).  

In public service there is a hierarchy of ethics, with each level having its own set of 

responsibilities as well as possibilities for complexities (Dutelle, 2011, 8). Thus, personal 

morality—an individual’s concept of right and wrong—forms the base of the pyramid. It 

develops as a result of upbringing and environment. Professional ethics is located at the second 

level. It is comprised of rules/ guidelines typically codified within an organization or 

professional association relating to the organization or position. At the third level is 

organizational ethics expressed through “written policies and procedures that dictate 

organizational expectations relating to ethical decision making and behavior.” Lastly, social 

ethics, typically found in enacted societal laws or reflected in individual’s personal social 

conscience, tops the pyramid (Dutelle, 2011, 8).  

When officials in government, nonprofit, or private sectors represent the state, they act as 

stewards of the common good (Bowman et al., 2010, 69). As Bowman et al. (2010) indicate, 

“The concern about ethical behavior, then, is founded upon the capacity of government (and 

its agents) to exercise power, a function that is moral in nature insofar as policy decisions are 

the authoritative allocation of societal values” (69). This is the realm of administrative ethics 

that focuses on “the rights and duties that individuals should respect when they act in ways that 

seriously affect the well-being of other individuals and society; and the conditions that 

collective practices and policies should satisfy when they similarly affect the well-being of 

individuals and society” (Thompson, 1985, in Holzer et al., 2011, 350).  

 For a leader to be ethically competent means being committed to professional standards of 

excellence, possessing ethical skills and relevant knowledge areas, having “knowledge of 

relevant ethical codes and laws, engaging in ethical reasoning, acting upon public service ethics 

and values, and promoting ethical behavior in organizations” (Bowman et al., 2010, 71). 

2.2.1.11. Public Service Motivation 
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Despite axiomatic pronouncements about the self-interested nature of the human race, some 

evidence suggests to the contrary. A growing body of research on motivation indicates that 

“employees across sectors are strongly motivated to make a significant difference in the lives 

of others or to influence a cause to which they are strongly committed. Such other-regarding 

orientations are embodied in a broad range of concepts, such as altruism, affective 

organizational commitment, organizational citizenship behavior, and pro-social motivations, 

which cut across a variety of disciplines” (Paarlberg et al., 2010, 710) but nevertheless 

represent a common theme—serving the public good— and are united under one term—public 

service motivation. This broad understanding of public service motivation transcends the 

public sector and can be found in the public domain in general. Even broader, a global 

definition of public service motivation stipulates that the motives to do good for others are 

directed at serving the “interests of a community of people, a state, a nation or humankind” 

(Perry et al., 2008, 6). 

It is, however, a more narrow definition of public service as “an individual’s predisposition to 

respond to motives grounded primarily or uniquely in public institutions and organizations” 

(Perry et al., 2008, 5) that is of particular interest in the context of public leadership 

competencies. An outgrowth of the Hawthorne experiments and the human relations approach, 

the concept of Public Service Motivation (PSM) builds on the assumption that people working 

in public agencies are motivated by different needs than those working in the private sector and 

that work in the public sector provides them with greater opportunity to satisfy those needs 

(Perry et al., 2008, 85). As Paarlberg et al. (2010) put it, “Public administration has a long 

tradition of recognizing the unique, other-regarding motivational bases of public service”  

Recent developments in public service motivation theory have highlighted its importance to 

high productivity, better management, improved accountability, and increased trust in 

government (Hamidullah, 2012, 33). It is argued that “public employees with higher public 

service motivation will exert greater effort in their work because they find the nature of work 

itself is rewarding” (Perry et al., 2008, 86). Similarly, a strong commitment to public service 

will motivate their desire to self-improvement and continual learning (Bowman et al., 2010, 7). 

With the emergence of hybrid models of governance, the scope of public service motivation is 

expanding. At the same time, due to the market-type public management reforms, its relevance 

for the public sector is decreasing. As the concept has been shown to positively impact 

productivity, the loss of this competency may have detrimental effect on organizational 
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effectiveness and the ability of government to attract talent. Therefore, it is leaders’ 

responsibility not only to develop and sustain public sector motivation in them but to be able 

to recognize and develop it in others. 

2.2.2. Leading Change 

 

This group of competencies “involves the ability to bring about strategic change, both within 

and outside the organization, to meet organizational goals.” It focuses on the “ability to 

establish an organizational vision and to implement it in a continuously changing environment” 

2.2.2.1. Fostering Creativity and Innovation 

 

To demonstrate this competency means to shatter one of the most persistent stereotypes about 

public bureaucracy as being stifling to creativity and alien to innovation.  

Peter Drucker defines innovation as “change that creates a new dimension of performance” 

(Hesselbein, 2006, 6), while Fairholm (2011, 40) argues that leaders play a key role in fostering 

non-routine and innovative approaches to both routine and one-time group problems. As part 

of that role, leaders of today’s highly interconnected global world must know how to assess 

their organizations in terms of their creative capability and flexibility (Fairholm, 2011, 40). 

They must be themselves innovative, realizing at the same time that those they lead may surpass 

them in creativity (Fairholm, 2011, 40). That’s why they must be able to create a “climate 

conducive to self-directed, high quality, creative work” (Fairholm, 2011, 40). Fairholm (2011) 

perceives a future “where workers in concert with their leaders are creating both the products 

produced and the methods of their production… The direction of the sea change sought is 

toward a more creative follower” (2011, 41). 

Svara (2007, 93) stresses that willingness to innovate does not mean abandonment of or 

disloyalty to the organizational mission, as “commitment to enduring values” should not be 

equated with preserving the status quo. Public organizations must transform to “respond to new 

conditions that are changing the public sector,” and the way to do it through “creating and 

sustaining a culture of innovation” by leaders (Svara, 2007, 93). According to Svara (2007, 

93), “responsible” innovation includes “inventiveness and creativity, the ability to build 

support within and outside the organization,” and the capability to incorporate the views of 

stakeholders and an objective evaluation how well the innovation is working.  “The art of the 
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creative leader is the art of institution-building, the reworking of human and technological 

materials to fashion an organism that embodies new and enduring values.” 

2.2.2.2. Possessing External Awareness 

 

This leadership competency arises from the organizational need for external information. 

Possessing external awareness means having a clear understanding of and keeping up-to-date 

on external and local trends, national and international events and policies that affect an 

organization’s effectiveness and shape stakeholders’ views. It also means understanding the 

“prior events and decisions that determine how the organization got to where it is now” (Yukl 

et al., 2005, 369-370) as well as the organization’s impact on the external environment. 

External awareness also includes knowledge of the context in which leadership is exercised. 

2.2.2.3. Developing Resilience 

 

Cultivating resilience in oneself and others is an important leadership competency as well as 

responsibility that helps achieve long-term organizational goals. Persistence is an especially 

valuable attribute to have when operating “in a volatile and highly competitive environment” 

(Blandin, 2007, 148). 

Equally important for a leader is to be stress tolerant: to understand stress—both its mobilizing 

and destructive sides—and to be able to channel the positive energy created by stress into 

improving performance while curbing its negative effect. Similarly, a leader should be mindful 

of the signs of stress in subordinates and be able to offer coping mechanisms if needed. 

2.2.2.4. Demonstrating Flexibility/ Adaptability 

 

According to Blandin (2007, 148), “Without these leadership attributes, a highly complex 

organization will simply not survive. Since things are always in flux, the ability to regroup, 

change directions, modify plans, and adjust thinking is absolutely vital.” Here the distinction 

should be made between adaptation to routine changes and the ability to adapt to the changes 

caused by a crisis. 

A new angle offered by Svara (2007) on adaptability demonstrates how our understanding of 

competencies changes, and through it – how competencies themselves evolve over time, 

adjusting to changing circumstances and environments. 
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2.2.2.5. Strategic Thinking and Planning 

 

In a chaotic realm of leader decision-making, strategic thinking is a purposeful, goal-oriented 

mental activity that is realized in strategic planning. Considered to be more important for top 

executives than for lower-level managers, it is, nevertheless relevant at all levels” (Yukl, et al., 

2005, 371). In recent years, the notion that strategy is at the heart of the managerial function—

particularly the top managerial function—has been increasingly reinforced in political-science 

literature (Ellwood, 1996, 67). 

Important in strategic planning is the leader’s ability to establish clear goals, which, if done 

right, reinforces employees’ public service motivations” (Paarlberg et al., 2010, 713). This 

ability is demonstrated in being able to explain “not only what employees should do, but also 

why they should do it” and “how their actions contribute to organizational goals and connect 

to the larger mission of the organization” (Paarlberg et al., 2010, 713). 

2.2.2.6. Articulating the Mission and Vision 

 

According to Bennis and Nanus (2003, 82), a vision is “a target that beckons.” It is a “mental 

image,” a “view of a realistic, credible, attractive,” and “desirable future state of the 

organization,” “a condition that is better in some important ways than what now exists.” It is 

the task of a leader “the function of the leader-statesman, “to define the ends of group existence, 

to design an enterprise distinctively adapted to these ends, and to see that that design becomes 

a living reality”. 

Having once been solely responsible for creating a vision for his organization, in today’s world 

of much flatter organizations and shared responsibility the leader must create organizational 

vision jointly (Ingraham et al., 1999, 225). However, it is still the leader’s responsibility to 

communicate it to followers and other stakeholders (Bennis et al., 2003, 82), which he/she can 

do in a number of ways, such as appeals to shared values, inspirational speeches, written 

messages, and above all—personally acting in a way consistent with the vision being “sold”. 

According to game theorists, effective leaders’ role in communicating a vision is in giving 

members of their organizations “consistent expectations about each other’s behavior” and thus 

increasing the effectiveness of coordination (Weimer et al., 1996, 110). 
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While vision is a compelling image of the organization in the future, a mission statement is a 

brief but succinct statement of the purpose and focus of organizational activity. It is a roadmap 

of sorts that moves the organization from its current state to the ideal it wants to become. 

2.2.2.7. Managing Organizational Change 

 

Leaders’ ability to manage the change process—to act as a change agent—is crucial to the 

sustained health and success of the organization. It hinges on his/her keen understanding of 

what type of change is the right one for what situation. 

 According to Frederickson and Mertonian Law of Public Sector Leadership,” chances are at 

least 50 percent that in the public sector a proposed change will make things worse. Therefore, 

public leaders should eschew fundamental change as much as possible and pursue an 

incremental, step-by-step, change that increases the probability of success by leaving “open the 

possibility of a step back or a step to the side, should the evidence indicate that the direction of 

change is negative” (2007, 35). 

Behn (1998, 213) offers a rather similar understanding of the right change for the public sector 

calling it “management by groping along”—a purposeful groping of an agency guided by a 

clear objective and the destination but without a clear notion of how to get there. This 

purposeful groping consists of a variety of strategies and tactics that the agency tries until it 

“discovers what works and what does not, cancels one’s failures, and builds on its successes 

with new modifications.” As Behn (1998, 213) explains, this strategy is “derived from the 

observation that you can never get it right the first time,” therefore, from the beginning, it 

“consciously builds in flexibility—the capacity to make modifications in structures and 

systems as the organization learns.” 

2.2.3. Leading People 

 

This Cluster describes a group of the so-called “people-oriented” competencies— team 

building, managing conflict, leveraging diversity, motivating and developing others—which 

are so critical to successful leadership that sometimes they are considered synonymous with it. 

They can also be called culture-creating and maintaining competencies. With the workforces 

becoming more multi-cultural and multi-generational, leaders will have to focus more of their 

attention on organizational culture creation to “accommodate at least some of the essential 
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values and expectations of these disparate employee cultures along with their own” (Fairholm, 

2011, 15). The essence of this cluster of competencies is for a leader “to find ways to merge 

the age-old universal human drive to maximize personal need satisfaction with the needs of the 

organization” (Fairholm, 2011, 24). 

2.2.3. 1. Team Building 

 

The transformation of the public sector requires expanding leadership roles—an impossible 

challenge for a single leader (Svara, 2007, 94) which becomes manageable in team settings. 

Therefore, team building is one of the competencies identified by the Winter Commission as 

being essential for performance and necessary for all public employees (1993, 43). Increasingly 

public executives and middle managers find themselves moving away “from being primarily 

‘directors’ or ‘chiefs’ to being primarily ‘team leaders’” (Ingraham et al., 1999, 222). As 

Ingraham et al. (1999, 224, 225) indicate, team building requires “the voluntary loosening” of 

traditional managerial authority, giving up power and control, “letting go of the previous 

hierarchical ways of doing business” and, at the same time, “creation of new, non-hierarchical 

patterns of communication.” Leaders in possession of this competency are capable of putting 

together teams with the collective set of characteristics needed to address impending 

challenges; they are also capable of clearly communicating to the team members their expected 

contributions to decision making and effectively facilitate the process; and finally, they are 

devoted to “developing skills, responsibilities, and motivations in others” (Svara, 2007, 94). 

The ability to think through task design issues in advance, to make sure that the task structure 

and team structure are aligned; providing clearly defined objectives, timeframe, and scope of 

authority; ensuring the appropriate mix of technical and interpersonal skills of team members 

and their sufficient number—all these are factors that facilitate team effectiveness (Van Wart, 

2005, 217). 

2.2.3.2. Leveraging Diversity 

 

Traditionally, leveraging diversity has been understood as striving for heterogeneity of work 

units and their representativeness of the organization’s client base. This reflects the general 

trend of an increased share of people of color in the U.S. as well as efforts to promote white 

women and ethnic minorities under affirmative action (Riccucci, 2012, 51). As stressed by Guy 

and Newman (2010, 150), the meaning of diversity has expanded in recent years to denote not 
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only the “differentness” in terms of gender, race, ethnicity, and other demographic 

characteristics, but also the “differentness” that stems from the uniqueness of each worker in 

terms of his/her own strengths and perspectives that he/she brings to the workplace. More 

specifically, it has also been recast in terms of cultural competency as well as managing 

generations (Hamidullah, 2012) and sensitivities associated with disability and sexual 

orientation and gender identity of employees (Gossett, 2012). 

Cultural competency is defined as “respect for, and understanding of, diverse ethnic and 

cultural groups, their histories, traditions, beliefs, and value systems in the provision and 

delivery of services” (Bailey, 2010; in Riccucci, 2012, 50). It consists of “possession of cultural 

knowledge,” “respect for different cultural perspectives,” as well as possession of skills and 

the ability to “use them effectively in cross-cultural situations” (Brach et al., 2000; in Riccucci, 

2012, 54). Riccucci (2012, 54) indicates that cultural competency also has an ethical 

component. She explains, “If public servants are to genuinely serve the needs and interests of 

their clients, they have an ethical obligation to effectively interact and communicate with them” 

and take their specific needs into account, as “there is a ‘compelling moral salience of attending 

to and meeting the needs of the particular others for whom we take responsibility’” (2012, 54). 

With regard to the group dynamics within organizations, cultural competency means meeting 

the needs and interests of all the workers as well as the ability to interact and engage with 

people from all cultural backgrounds (Riccucci, 2012, 55). The importance of this competency 

in influencing performance and worker productivity is expected to continue to increase. 

2.2.3. 3. Managing Conflict 

 

According to Selznick (1957, 58), conflicts in organizations are normal rather than 

pathological, given that the organizational loyalty of the parties is intact. They are not routine 

(and, by default, a leadership, not managerial competency), however, as they “reflect the open-

endedness of institutional life.” “Conceiving ingenious solutions to conflicting interests” so as 

to mobilize a team to “work together rather than engage in fight or flight behavior” (Luke, 

1998, 216) is the essence of this leadership competency. 

2.2.3. 4. Developing Others 
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Writing in the second decade of the last century, Mary Parker Follett argued that the job of a 

leader was “not to make decisions for his subordinates but to teach them how to handle their 

problems themselves, teach them how to make their own decisions” (in Kee et al., 2007, 163). 

She stressed: “The best leader does not persuade men to follow his will. He shows them what 

is necessary for them to do in order to meet their responsibilities… the best leaders try to train 

their followers to become leaders” (in Keeet al., 2007, 163). Her insight in this regard preceded 

Burns’ (1978) transforming leadership by more than fifty years. 

According to Fairholm (2011, 38-39), “Leading is creatively learning to understand and then 

respond to the needs of others and create a growth environment for followers... Leadership is 

teaching, coaching, and empowering followers… Leadership is nurturing others to help them 

become their best selves.” 

2.2.3. 5. Promoting Health and Physical Well-Being 

 

Gone is the time when we used to work to live. A consequence of globalization, in the twenty-

first century we live to work. Increasingly, in addition to what we are, our work also defines 

who we are. That is why many of us are looking to our “workplaces to find nurturance” for our 

diverse human needs (Fairholm, 2011, 22)—to “foster friendships and participate in recreation 

activities” (Fairholm, 2011, 18). Other expectations include medical care and mental 

counseling and, recently, spiritual support (Fairholm, 2011, 18). Since “leadership is about 

actualizing the whole person of each follower” (Fairholm, 2011, 151), present-day, and 

especially future, leaders “face unprecedented professional challenges and increased 

responsibility for the general wellbeing of their followers, not just their economic well-being. 

For, as the workforce continues to become more diverse, it also appears to become more 

mindful of its full— body, mind, and spirit—self” (Fairholm, 2011, 22). 

2.2.3. 6. Creating Organizational Culture 

 

Administrative culture as a “pattern of beliefs, values, and behaviors in public agencies about 

the agency’s role and relationship with the public” (Anerchiarico, 1998, in Frederickson et al., 

2007, 37) is a product of historical trends, social attitudes, and political factors that have to be 

taken into account for a meaningful change to happen. Typically, values are communicated 

directly and clearly through mission, vision, and goal statements, but also they are imparted by 

leaders through such informal means, as organizational stories, myths, and symbols (Paarlberg 
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et al., 2010, 712). The greater the congruence between employees’ values and the 

organization’s the better the employees’ performance (Paarlberg et al., 2010, 713). 

In today’s environment of multicultural workforces, leaders must communicate with 

employees for whom English is not the first language and who cannot fully grasp all its jargon 

and idiomatic subtleties, as they must motivate and inspire followers with unfamiliar cultural 

norms and values (Fairholm, 2011, 15). In this environment, traditional management control 

renders itself ineffective and is increasingly replaced by a combination of several approaches, 

central among which is culture creation and maintenance, which, according to Fairholm (2011, 

15) is becoming a “primary and a very difficult” leadership role, requiring of leaders mastery 

in negotiation, persuasion, and even manipulation skills. 

2.2.3. 7. Planning and Organizing Personnel 

 

This competency means matching people, their talents, interests, preferences, and abilities, to 

schedules and jobs, and “making the appropriate changes as work and personnel needs change” 

 

2.2.3. 8. Using Different Leader Styles 

 

Leadership styles are tools leaders use depending on the requirements of the situation or such 

contingency factors as leader characteristics, task characteristics, subordinate characteristics, 

organizational characteristics, and other characteristics, the two most important of which are 

ethics and gender (Van Wart, 2005) 

2.2.4. Results Driven 

 

This group of competencies involves the ability to meet organizational goals of high 

performance and customer satisfaction. 

2.2.4. 1. Customer Service Orientation 

 

George Frederickson argues, “To be fully in the spirit of public administration, we must 

genuinely care for and work with the citizens… with benevolence, our field has meaning and 

purpose” (1997, 234). Improvement of public-sector performance only makes sense if it leads 
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to, and is aimed at, the increased satisfaction of the citizens with the services they receive from 

their government. As the ultimate measure of government performance, customer service 

makes it possible to see the results of government actions in light of their impact on the 

recipients of services. Moreover, it promotes the idea that citizens as customers should play a 

role in the assessment of performance and operations management of public agencies. 

Under the influence of NPM, customer service and customer satisfaction for the first time in 

modern history have been included in the definition of government performance. The customer 

service focus is meant to show that “governmental action is most tangibly represented for the 

citizen through the quality of services received from the public sector. In this sense, putting the 

customer first… is a different type of a social contract with the citizen, one that ought to 

complement, rather than replace, more traditional ideas of the relationship between the 

government and its citizens” (Liou, 2001, p 454-455). 

2.2.4. 2. Performance Management 

 

According to Shafritz et al. (2005), performance management is what organizational leaders 

do, indeed, their primary responsibility understood as systematic integration of an 

organization’s efforts to achieve its objectives through the comprehensive control, audit, and 

evaluation of all aspects of organizational performance. It is this emphasis on systematic 

integration that sets apart performance management from management (Shafritz et al., 2005, 

313). Highlighting the positive contribution of the performance management movement to the 

organizational effectiveness, Shafritz et al. (2005, 316) indicate that it forestalls or prevents 

incompetence by aligning stakeholders’ goals and bringing them to the forefront, and thus 

creating an equilibrium between the needs of the organization and the needs of its employees; 

it also identifies vital components of the management process—budgeting, staffing, 

performance measurement, and individual performance appraisal systems—and connects them 

in an integrative framework that produces results.  

2.2.4.3. Entrepreneurship and Calculated Risk Taking 

 

Under the pressure on government to do more with less—a reflection of the trend where the 

public demand for government services grows faster than government’s resources—a new type 

of public servant has emerged—that of a public sector entrepreneur, who constantly seeks new, 
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bold and innovative solutions to problems and new ways of looking at things and doing 

business. 

Entrepreneurship (also referred to as entrepreneurialism) is a key concept embedded in the 

definition of the effective public-sector leader. It means a call “for managers to become 

transformational leaders, change agents, who strive to change organizational culture” through 

developing a new vision for their organizations and then converting that vision into reality 

(Shafritz et al., 2005, 308). As with other concepts borne out of the reform efforts and coming 

from the private sector, the term is not without inherent contradictions. In general, its adoption 

in the public sector rests on three assumptions: that competitiveness can be infused in the public 

sector that private-sector practices can be transferred to the public sector, and that government 

organizations can be managed as businesses (LeMay, 2002, 166). 

In the public administration literature that accepts the idea of public entrepreneurship, public-

sector leader- entrepreneur is depicted as a person that “takes risks to ensure that government 

programs succeed and that the public reaps the benefits of that success,” in contrast to a 

business entrepreneur whose image is associated with a risk-taker “seeking personal or 

corporate financial profit” (Cohen, 2008, 34). 

2.2.4. 4. Being Accountable 

 

Accountability in the public sector has a much broader meaning than it has in the private sector, 

where it is primarily understood as financial accountability. In the public sector it also includes 

a democratic component of serving the citizenry. As the accountability demands will only 

increase, understanding the relationship between leadership and accountability becomes the 

key in public agencies’ efforts to achieve true excellence. Accountability serves as a constraint 

that safeguard against inappropriate use of administrative power. Denoting that in the changed 

context of “no one in charge” managers and career executives still continue to be solely 

accountable for the operations of their departments and programs, Ingraham et al. (1999, 225) 

comment on the absence of new accountability mechanisms that would be appropriate in team 

settings. 

The accountability as answerability interpretation is evident in the sweeping reforms of recent 

years. The entire new public management movement is “an effort to make government deliver 

on what it promises” (Frederickson et al., 2002, 215). According to a more complex notion of 
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accountability that considers numerical performance measures alone to be its insufficient 

indicators and has at its core Aristotle’s idea of a “government of laws, and not of men,” 

administrative accountability is defined as “that aspect of administrative responsibility by 

which officials are held answerable for general notions of democracy and morality as well as 

for specific legal mandates” (Shafritz et al., 2005, 191). It means that in a democracy public 

administrators work “within the rule of law—a governing system in which the highest authority 

is a body of law that applies equally to all” (Shafritz et al., 2005, 192). 

Conceived as information-driven accountability for complex, blended networks, aggregate 

accountability (the term is coined by Kettl, 2009) is a “system capable of assembling the 

various accountability tactics into an approach that serves the public interest” (Kettl, 2009, 

221). Aggregate accountability relies on tools that, taken individually, would have been 

deficient but, taken together, “offer a transparent window into governance and how it can better 

achieve results” (Kettl, 2009, 234). 

2.2.5. Process Driven 

 

This Cluster focuses on a group of competencies comprising the “task” domain of leadership, 

competencies considered fundamental in managing day-to-day operations of public agencies. 

These competencies include: decision-making, problem solving, application of technical 

knowledge, program/project management. By providing public sector leaders with the ability 

to apply technical knowledge and problem analysis, this Cluster enables them to make 

decisions that produce high-quality results 

2.2.5. 1. Problem Solving 

 

Operating in “constant white waters,” public managers dedicate much of their time to solving 

problems. As seen from the collaborative leadership perspective, “focusing attention and 

mobilizing or catalyzing a diverse set of individuals and agencies to address a public problem” 

constitutes the essence of public leadership (Luke, 1998, 33). 

Being a major responsibility of management, problem solving is one of the most important 

competencies determining managerial success.  

Problem-solving has a short-term focus and is reactive in nature (Van Wart, 2005, 176). 

However, it can be made a part of proactive management, which requires a holistic approach 
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to problem solving. Captured in this approach is “frame-breaking” thinking, or thinking 

“outside the box,” that characterizes the so-called “double-loop learning” (Guy, 1992, 317). It 

focuses not only on what is wrong but also on what is right, its underlying assumption being 

“That which is wrong must be corrected, but that which is right must be reinforced and 

rewarded to prevent problems from receiving too much attention at the expense of the 

strengths” (Guy, 1992, 317).     

Being on the same plane with decision-making, problem solving differs from the latter by being 

very specific—addressing problems on a case-by-case basis—and production oriented, while 

decision-making is concerned more with policy and setting direction and typically has 

organization-wide focus (Van Wart, 2005, 177). 

2.2.5. 2. Decision Making 

 

As Herbert Simon once said, “Decision-making processes hold the key to understanding 

organizations” (Holzer et al., 2011, 137). Based on a substantial thought process, decision 

making involves “the generation of alternatives and the selection of the most favorable one, 

generally affecting policy or substantial numbers of people” (Van Wart, 2005, 257) . 

As a competency, decision-making requires mastery of the entire decision-making continuum, 

from autocratic to democratic, and the knowledge of what decision framework to use in what 

situation (Van Wart, 2005, 257). Implied here is the range of options available to a leader 

concerning the degree of employees’ involvement in decisions (Quinn et al., 1996, 82).    

Characterized by the highest degree of involvement, participative decision making is 

“meaningful employee participation in organizational decision making wherein there is an 

operative, formal vehicle for the exercise of employee voice and where employee views and 

decisions are given serious consideration. Studies have linked this type of decision making to 

improved employee productivity as well as ability to perform technical tasks and respond 

positively to a rapidly changing environment. 

2.2.6. Resource Acumen 

 

This group of competencies is required to carry out structural responsibilities related to the 

organization—budgeting and financial management, human resources management, as well as 

information technology management (Van Wart, 2005, 410). As underscored by Van Wart 
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(2005, 254), this group of competencies embodies the ability of the public-sector leader “to 

build and maintain the management infrastructure and coordinate the various systems of the 

organization.” He also indicated that, perceived as purely management functions, these 

competencies are typically missing from discussions of leadership while at the same time 

playing a critical role in highly regulated public bureaucracies. 

2.2.6.1. Budgeting and Financial Management 

 

Critical for understanding budgeting as a public-sector leadership competency is its being not 

only a vital planning device “used to translate presently scarce fiscal and human resources in 

the public sector into future governmental goals and programs,” and not only a “technical 

managerial document”  “imposing control, economy, and efficiency in government,” but a 

political tool “governed by considerations of compromise, strategy, and bargaining” (Stillman, 

1996, 348-349). 

Due to chronic fiscal stress of recent years, the focus of financial management has been on 

seeking ways of doing more with less. By handling resource ambiguity, in terms of both sources 

and amounts, financial management occupies a strategically important place in public 

organizations. Mikesell (2010, 2) underscores three important ways in which public finance 

differ from private finance: by the government’s ability to tax, by unclear “ownership” of 

government due to the presence of many stakeholders sharing a legitimate interest in its 

decisions, and by the collective nature of the value of government services making it hard to 

quantify. Understanding these nuances, on top of the mastery of financial management 

elements, is the essence of this competency. 

2.2.6.2. Human Capital Management 

 

The recognition of the crucial role of employees in improving performance has led to 

systematic involvement of senior management and executive leadership with the functions 

traditionally carried out by human resources departments. Thus, according to Bennis et al. 

(2001, 52), “Recruiting will have to become a full-time, continual process for most managers. 

Instead of beginning to look for a knowledge worker when there’s an opening, it will become 

important to look all the time.” Strategic planning and strategic human resources management 

have provided the structure within which this involvement takes place. 
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According to Ingraham et al. (1999,  224), both government executives and middle managers 

feel that human resources management is steadily increasing in importance for their positions, 

while, at the same time, technical expertise is becoming less important. 

2.2.6.3. Managing Resources 

 

In conditions of resource scarcity, managing resources efficiently is an important competency. 

It requires of public sector leaders to constantly seek or develop new coordination and sharing 

strategies to ensure that “the workers or units have the tools, equipment, personnel, facilities, 

and funds to accomplish work” (Van Wart, 2005, 61).   

2.2.6.4. Information Technology Management 

 

As a resource, information differs from resources that are finite by the ubiquitousness of its 

sources. In this regard many believe that information technology, as a “powerful force for 

change,” opens new opportunities for direct democracy” (Jorgensen et al., 2001, 90). As Holzer 

et al. (2011, 381) put it, inescapably technology is being integrated in every aspect of a public 

administrator’s job. Moreover, public administrators, according to Jorgensen et al. (2001, 90), 

“are active participants in deciding how [this] highly malleable technology is developed and 

put to use.” Therefore, in developing or applying new technologies, it is important for them to 

be aware of the impacts of their actions on people within their organizations and in society at 

large (Jorgensen et al., 2001, 90). 

According to Holzer et al. (2011, 380), properly used technology applications dramatically 

save time and money and improve the decision-making process, as well as the speed of 

collecting, analyzing, and processing data. At the same time, improper use of technology results 

in exposure and  compromise of sensitive data and the consequent identity theft, fraud, and the 

disruption of vital services to citizens (Holzer et al., 2011, 380). This all makes “understanding 

how technology is organized within government” extremely important, especially “because 

what were once considered stand-alone systems are converging or being consolidated into 

shared databases and support systems” (Holzer et al., 2011, 380). 

2.2.7. Building Coalitions 
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This cluster includes a group of competencies that address internal and external cooperation 

and coalition building necessary to achieve common goals. Rooted in the notions of shared 

values and responsibility, these are the competencies that relate to what Luke (1998) calls inter-

sect oral management or what today becomes known as collaborative leadership. 

2.2.7. 1. Networking and Partnering 

 

Given that networks are here to stay, “concerns with the management and leadership of such 

arrangements for optimal outcomes are increasingly relevant,” especially considering the fact 

that public sector leaders are more “used to working in a top-down, hierarchical manner” 

(Mandell et al., 2009, 163). 

2.2.7. 2. Political Savvy 

 

“Public administration cannot exist outside of its political context. It is this context that makes 

it public—that makes it different from private or business administration” (Shafritz et al., 2005,  

6). 

This competency refers to the ability of public managers to carry out their functions under 

conditions shaped by constraints of and interventions from the political environment (Rainey, 

1997, 285), the two most prominent features of which are turbulence and interconnectedness 

(Rainey, 1997, 82). “The power of legislators, media, and interest groups” and formal meetings 

with controlling groups are but few examples of public managers’ exposure to the political 

process (Rainey, 1997, 285) 

2.2.7. 3. Influencing/Negotiating 

 

Over time, as reflected in the literature on leadership in general, the views on influence have 

changed from seeing it as a unidirectional process of “binding the wills of men to the 

accomplishment of purposes” intended by leaders (Barnard in Luke, 1998, 30) to 

conceptualizing it as a multidirectional process reflective of the interconnected world where no 

one is in charge. In this world, according to Luke (1998, 32), “public leadership shifts, changes, 

and is shared at different times by different people in different organization.” 

In public administration, however, the discussion of influence or, more specifically, 

bureaucratic power, has been framed by two contrasting viewpoints: one emphasizing the 
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independence and influence of bureaucrats, alleging their excessive power, and another 

portraying them as being deprived of the necessary authority to carry out their jobs as well as 

being frustrated professionally (Rainey, 1997, 97). 

2.3. Other Empirical Literature Review 

A number of researches have been conducted to determine the effect of leadership 

Competencies on job performance in various organizations throughout the world. Although 

little discrepancies among reports have been shown, many studies confirmed that leadership 

competencies have significant role to play in how workers are performing their jobs to achieve 

the goal of the organization.  

A study was conducted to investigate the role of leadership competencies to successful change 

Management.  The results stress the importance of the following competencies:  Multicultural skills, 

Understanding, innovating and changing the organization, Emotional intelligence, self-control, and 

People skills. The results also stress the importance of the locus of control, especially the beliefs in 

powerful others and chance (and their association with traditional values and fear and resistance to 

change). One of the very important findings was that training has positive effects beyond its impact 

upon the competences (Pagon, et al 2004) 

Another study was carried out to identify Key competences required of public sector project managers. 

The result identified three major competences namely contextual competences, behavioral competences 

and technical competences that have subcategories under each competence. Most of these competences 

are sector specific and not required in a business environment. What is really important is that these are 

not only technical competences that differ from sector to sector. Most of these competences are value 

oriented and come from the ethos of public sector ( Jałocha, et al, 2014). 

A study by Schutte, N, and Barkhuizen, N, (2016) distinguished three competency dimensions for 

strategic leaders namely, Affective (with the factors of Internalizing, Influencing, and Awareness); 

Cognitive (with the factors of Strategic business intelligence, Prudence, and Applying); and 

Psychomotor (Complex overt response, Modus, and Guided response). 

Ingraham, P. and Taylor, H. (2004) identified that developing leaders for the 21st century requires 

attention to workforce trends as well as flexibility and creativity. Federal government leadership 

development programs need to address special leadership concerns of public agency managers, 

including creative thinking, collaboration, cross-organizational team building and leading for results. 
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Chapter Three 

Research Methodology 

 3.1. Research Design and Research Approach 

 

Research design is the blueprint for fulfilling research objectives and answering research 

questions (John A.H. et al., 2007:20-84). In other words, it is a master plan specifying the 

methods and procedures for collecting and analyzing the needed information. It ensures that 

the study will be relevant to the problem and that it uses economical procedures. Similarly 
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Creswell, (2018) states that a research design consists of a plan and procedures for conducting 

the research that takes decisions from the broader assumption to detailed data collection 

methods and analysis. John A.H. et al. (2007) discuss three types of research design, namely 

exploratory (emphasizes discovery of ideas and insights), descriptive (concerned with 

determining the frequency with which an event occurs or relationship between variables) and 

explanatory (concerned with determining the cause and effect relationships). 

The research design employed under this study was survey design. Kraemer (1991) identified 

three distinguishing characteristics of survey research: First, survey research is used to 

quantitatively describe specific aspects of a given population. These aspects often involve 

examining the relationships among variables. Second, the data required for survey research are 

collected from people and are, therefore, subjective. Finally, survey research uses a selected 

portion of the population from which the findings can later be generalized back to the 

population. The major purpose of survey research is description of the state of affairs, as it 

exists at present.  

The study applied cross-sectional in the sense that all relevant data were collected at a single 

point in time. The reason for preferring a cross-sectional study is due to the vast nature of the 

study and the limitation of time. Moreover, obtaining information from a cross-section of a 

population at a single point in time is a reasonable strategy for pursuing many survey 

descriptive researches (Janet M. Ruane, 2006:94).  

 

 

3.2. Research Population and Location 

 

 A population is a complete set of individual cases or objects with some common observable 

characteristics Mugenta, (2003).  Population  also  refers  to  the  larger  group  from  which  

the sample is taken (Kombo & Tromp , 2009). Both the target and study populations of this 

study were all top and deputy leaders at all levels in North Shewa Zone Amhara Region at 

Zone, Woreda and City Administration level. According to the data obtained from North Shoa 

Zone Administration Development Plan Monitoring and Evaluation Team, at Zone level there 

are in total 27 offices and 6 of these offices are led by top leaders and deputy leaders whereas 

the rest 21 are led only by top leaders. In addition, there are 22 woredas and out of these 12 of 
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them have 26 offices and 10 of them have 25 offices. Out of the 22 woredas 6 of the woredas 

are led by top leaders and deputy leaders whereas the rest 16 woredas are led by top leaders. 

Furthermore, there are 6 city administrations in North Shewa. Debre Berhan and Shewarobit 

city administrations have 23 offices each. Debre Berhan City and Shewarobit city have 3 and 

2 offices led by top leaders and deputy leaders respectively. The rest are led by top leaders 

only. The other 4 city administrations are Arerti, Mehal Meda, Ataye and Alemketema city 

administrations have 11 offices each that are led by top leaders only.   Thus, the target as well 

as the study population included 800 top leaders and deputy leaders of the public sectors 

considered as respondents of the study. 

3.3. Data Collection Methods and Instruments 

 

To gain accurate, sufficient and relevant information, this study used both primary and 

secondary source of data. Primary sources provide primary information that can be collected 

first-hand to understand a specific research problem while secondary sources offer secondary 

data that will be taken from readily available sources (Hox & Boeije, 2005). The Primary data 

is referring to the original data that were previously not known and will be gathered directly 

by the researcher from the target respondents for a specific research project (Currie, 2005). The 

decision to gather primary data depends on the type of research we are carrying out. Since this 

study focuses on identifying the leadership competency of leaders in North Shewa Zone public 

sectors, information were collected by distributing both structured and semi structured 

questionnaire to all top and deputy leaders of the sectors in the Zone, Woreda and City 

Administration offices.  

 In order to achieve the objectives of the study, questionnaire is used. The questionnaire was 

prepared in line with the objectives of the study and it was organized in different sections. The 

first section designed to obtain the demographic information of the respondents. The other 

sections focused on getting information related to leadership competencies. A fsix-point Likert 

scale Questionnaires were distributed to the respondents. The response scale for each statement 

in the survey questionnaire ranges from 1 to 6; which were stated as 1 = strongly disagree, 2= 

Disagree, 3 =Slightly disagree,4=Slightly agree, 5 = Agree, 6= strongly agree.  

3.4. Reliability and Validity 
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Research is always carried out by using absolutely accurate and precise measuring instruments, 

tools or procedures of measurement. For this purpose, the acceptability of a measuring 

instrument should be tested on the principles of adherence to the standards of perfect reliability, 

confirmed practicality and verified validity. 

Internal consistency analysis will be carried out through Cronbach’s alpha (α) reliability tests.  

Cronbach’s α measure the consistency with which participants answers items within a scale. 

According to George and Mallery (2003) the Cronbach’s α measure results greater than 0.9 has 

excellent consistency; greater than 0.8 is Good; greater than 0.7 is acceptable; greater than 0.6 

is questionable; greater than 0.5 is Poor; and less than 0.5 is unacceptable. SPSS version 23 

will be used to produce the values for Cronbach’s α. 

In addition, Validity is the degree to which a measure accurately represents what it will be 

supposed to. Validity is concerned with how well the concept is defined by the measure(s). 

Hence, the questionnaire undergoes different validation process with the research team before 

approval for distribution to collect data in addition to the review of literature. 

The researchers will use multiple sources for triangulating the data to increase the validity of 

the findings (Leedy and Ormrod, 2018). The questionnaire was translated into the local 

language, Amharic, in order to make the response rate greater. The local language was then 

retranslated into English to cross-check whether there are any differences in translation. This 

will help to improve the quality of the data. 

The questionnaire, as the data collection instrument, was a self-developed based on previous 

similar researches with relevant amendments based on the theories and principles accordingly.  

3.5. Method of Data Analysis 

 

The Statistical Package for Social Science (SPSS) version 23 was used to analyze the data 

obtained from primary sources using the structured questionnaire. The collected data were 

entered into the statistical package for the social sciences (SPSS) and verifying whether there 

are incorrect entries and missing data. Descriptive statistics were used for presenting the basic 

information used as evidence. The initial analyses were checked whether the essential facts 

such as means, standard deviations, percentages, skewness and kurtosis are acceptable for 

further analyses. To analyze the quantitative data, various statistical techniques, for instance, 

cross tabulation and factor analysis were used.  
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3.6. Ethical Considerations 

 

Before launching this research the team got permission from research directorate in Debre 

Berhan University. The study complied with ethical standards of academic research where 

participation was voluntary and all participants were ensured of confidentiality and anonymity. 

All survey responses will be held in strict confidence and only disclosed in the form of 

aggregate statistical summaries. In order to ensure anonymity in any research work or 

publication, the researchers will be abiding by the following rules: The researchers and the data 

collectors have a binding agreement to maintain the confidentiality of the information and the 

data obtained from the participants. The researchers and the data collectors agreed upon the 

procedures and research protocols pursued. For the sake of confidentiality, no entries (names 

of participants) that could possibly disclose any personal information about the respondents 

will be included in the questionnaire. All data collections were conducted in privacy by 

ensuring that none of the respondents were named during the research data collection. 

Respondents were selected to participate without compulsion, respondents were informed the 

reason and purpose of the research, informed consent were sought from the managers of the 

sample organization before the commitment of this research initiatives. 

 

 

 

 

Chapter Four 

Results and Discussion 
 

4.1. Introduction 

 

The purpose of this study was to investigate the leadership competencies of top and deputy 

leaders in North Shewa Zone. To perform this research, descriptive research design with survey 

questionnaires data collection instrument was employed. Having it, in this chapter of the study 
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data analysis for descriptive statistics using SPSS version 20 to determine response rate, to 

associate the demographic variables of respondents with leadership competencies and measure 

the seven competencies of leaders in the study area. Further, the results of the study are 

discussed. 

 Table 1 Response Rate 

 

A total of 800 questionnaires were administered to all top and deputy leaders or to their 

representatives to all weredas and city administrations in North Shewa Zone, but 783 

questionnaires were properly filled and returned. Thus, the analysis was conducted by the 

responses of the 783 leaders.  

 

 

4.3. Test for Normality  

 

A general guideline for skewness is that if the number is greater than + 1 or lower than -1, this 

is an indication of a substantially skewed distribution. For kurtosis, the general guideline is that 

if the number is greater than+1, the distribution is too peaked. Likewise, a kurtosis of less than 

-1 indicates a distribution that is too flat. Distributions exhibiting skewness and or kurtosis that 

exceed these guidelines are considered non-normal. Accordingly, for this study skewness and 

kurtosis of demographic items were analyzed using SPSS version 20 resulted that the data 

violate a normality assumption since there are some values which are not in the range of -1 and 

1.Thus,it confirms that  the data were not normally distributed statistically

Statistics 

 Gender  Age  Marital 

status  

Leadership 

experience 

Office 

responsibility  

Level of 

education 

Academic 

qualification 

Your 

work 

place 

N Valid 783 783 783 783 783 783 783 783 

Skewness 1.403 .839 .763 .494 1.598 -.209 -.631 2.361 

Std. Error of 

Skewness 

.087 .087 .087 .087 .087 .087 .087 .087 

Kurtosis -.033 .992 2.147 -.097 3.724 11.723 -.124 3.585 

Std. Error of 

Kurtosis 

.175 .175 .175 .175 .175 .175 .175 .175 
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NB:* and **represents significant at 5% and 1% respectively; P-value a is Kruskal-Wallis test and 

p-value b is Mann Whitney tests 

 

 

                       

Table 2 Results of Leadership Competencies across Different Demographic Variables 

 

Dependent Variable Demographic variables N Mean Rank P-value 

 

Leadership competency 

 

 

 

 

 

 

 

 

 

Gender 

 

Male 616 396.72  

0.262 b Female 167 374.60 

Age <25 years 22 369.30  

 

0.881 a 
26-35 years 457 387.80 

36-45 years 261 399.39 

46-55 years 38 411.39 

Above 56 years 5 342.20 

Leadership 

experience 

<1 year 77 333.08 0.033 a * 

1-5 years 432 385.77 

6-10 years 200 423.27 

>10 years 74 405.15 

Marital 

status 

Single  96 384.64  

0.037 a * Married 543 380.29 

Divorced 124 427.45 

Widowed 18 496.86 

Office 

responsibility 

Top leader 477 400.45 0.172 a 

Deputy leader 250 367.64 

Representative 51 394.21 

Level of 

education 

Diploma 13 305.62 0.393a 

Master Degree 112 393.25 

BA Degree 654 391.12 

Academic 

qualification 

Management or 

related 

198 389.91 0.636 a 

Others 568 381.27 

Work place Wereda 

Administration 

690 393.02 0.732b 

City Administration 93 384.47 
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Kruskal-Wallis test revealed that there are significant differences in leadership competencies 

across marital status groups (U=8.5, p<.05). Mann Whitney tests were then used to follow up this 

finding. As a result, the leadership competencies score of single group was observed to be 

significantly greater than those of widowed (U=616.500, p=.054, r= -0.068).On the same fashion, 

Kruskal-Wallis test revealed that there are significant differences in leadership competencies 

across leadership experiences groups (U=0.9626, p<.05). Mann Whitney tests were then used to 

follow up this finding. As a result, the leadership competencies score of above 10 years group was 

observed to be significantly greater than those of less than 1 year (U=2210.50, p=.007, r= -0.084). 

On the contrary, Kruskal-Wallis test was conducted between age of respondents and leadership 

competencies (U=52.50, P=0.880); office responsibility and leadership competencies (U=11985, 

P=0.863); level of education and leadership competencies (U=3304.50, P=0.169); academic 

qualification and leadership competencies (U=54963.50,P=0.636).These shows that there is no 

statistically significant difference between demographic variables (Age, office responsibility, level 

of education and academic qualification of respondents) and leadership competencies at 5% level 

of significance. 

The level of agreement in interpreting the mean scores is: [1.00-1.80] = Strongly Disagree; [1.81-

2.60] = Disagree; [2.61-3.40] = Neutral; [3.41-4.20] = Agree; [4.21-5.00] = Strongly Agree 

Personal factors  

Personal factors include interpersonal skills, communication skills, understanding skills and ability 

of emotional intelligence are the leader’s competencies that are needed in the leadership position 

in the public sectors considered in this study. 

Table 3. Respondents Perception With Respect to Personal Factors 

Variables N Mean Std. Deviation 

 Interpersonal skill 783 3.82 1.299 

 Communication skill 783 3.84 1.281 

 Understanding skill 783 3.87 1.281 

 Emotional intelligence 783 3.87 1.281 

Over all personal factors  783 3.85 1.285 

Source: Collected questionnaire, 2021 
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Table 4 reveals the leader’s cumulative mean and standard deviation scores in all the personal 

factors dimension considered in this study. As shown in table 4, the mean scores for each of the 

variables on the study instrument are all above 3.400. This indicates that the leaders’ perception 

towards their display of personal competencies is high. The sum of the 4 variables measures the 

overall personal factor is 3.85 indicating that leaders in the area under consideration perceive that 

they demonstrate high personal ability as their leadership competencies.  

 

 Table 4 Respondents Perception with respect to leading change  

Items N Mean Std. 

Deviation 

  Fostering Creativity & Innovation 783 2.39 1.180 

  Possessing External Awareness (Environmental Scanning) 783 2.39 1.180 

  Demonstrating Resilience through Persistence and stress tolerance 783 2.39 1.180 

  Developing / Flexibility/Adaptability through Improvisation 

Mobility 

783 2.39 1.180 

  Displaying Energy 783 2.39 1.180 

  Strategic Thinking  and Planning 783 2.39 1.180 

  Articulating the Mission and Vision 783 2.39 1.180 

  Managing Organizational Change 783 2.39 1.180 

Over all leading change  2.39 1.180 

Source: Collected questionnaire, 2021 

The table above shows that the mean scores for each of the items on the study instrument are all 

2.39, which is below the agreement level with a standard deviation of 1.180. This implies that the 

leaders in Norh Shewa Zone Amhara Region are in the lowest position to lead changes in the 

affairs of their organization with low proficiency of fostering creativity and innovation, displaying 

Strategic thinking and planning with poor articulation of the mission and vision. Moreover, 

Demonstrating Resilience through Persistence and stress tolerance and Managing Organizational 

Change by leaders found to be very low with a mean and standard deviation value of 2.39 and 

1.180 respectively.  
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Table 5 Respondents Perception with respect to leading people 

Items  N Mean Std. 

Deviation 

Team Building through team leadership, consulting, 

delegating, motivating and Empowering Others 

783 2.69 1.237 

Leveraging Diversity through Values-Based Leadership 783 2.69 1.237 

Managing Conflict 783 2.69 1.237 

Developing Others 783 2.69 1.237 

Promoting Health & Physical Well-Being 783 2.69 1.237 

Creating Organizational Culture 783 2.69 1.237 

Planning and Organizing Personnel 783 2.69 1.237 

Uses different leadership styles 783 2.69 1.237 

Over all leading people    2.69  1.237 

Source: Collected questionnaire, 2021 

As shown in the above table, the mean score of all items were found in the same mean range of 

2.69 and a standard deviation of 1.237. Therefore, from each of the item mean score as well as 

from the overall mean score it seems that leaders exhibit more limitation in leading the people in 

their organization setting. 

Table 6 Respondents Perception with respect to result driven  

Items N Mea

n 

Std. Deviation 

  Customer Service Orientation 783 3.20 1.383 

  Manages and Measures Performance 783 3.16 1.437 

  Entrepreneurship orientation 783 3.17 1.435 

  Calculated risk taking 783 3.16 1.435 

  Being Accountable 783 3.11 1.430 

  Overall result driven   3.16 1.424 

 Source: Collected questionnaire, 2021 

Table 7 reveals the mean and standard deviation of leader’s leadership competency focusing on 

result driven.  As shown from the table, Customer Service Orientation is the highest indicators of 
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leadership competency from result driven with a mean and standard deviation 3.20 and 1.383. 

Whereas being accountable is the lowest indicator as compared with other items with a mean and 

standard deviation 3.11 and 1.430. Moreover, leader’s Entrepreneurial orientation is required with 

a mean and standard deviation of 3.17 and 1.435, Manages and Measures Performance with a mean 

and standard deviation of 3.16 and 1.437. Taking calculated risks for performing duties and 

responsibilities with mean and standard deviation of 3.16 and 1.435. However, all mean value of 

leadership competencies of result driven are within the mean range of [2.61-3.40] = Neutral], from 

this it is possible to infer that leaders in the study area are indifferent for each items on the study 

instruments 

Table 7 Respondents Perception with respect to Managing Process 

 N Mean Std. 

Deviation 

Solves  organizational Problem 783 3.15 1.458 

Making Decision 783 3.06 1.549 

Having Technical Credibility 783 3.06 1.545 

Managing quality and improving process 783 3.07 1.544 

Clarifying roles 783 3.07 1.542 

Monitoring and assessing work 783 3.05 1.551 

Program/ Project management  through evaluation time 

management 

783 3.07 1.543 

Valid N (listwise) 783   

Source: Collected questionnaire, 2021 

In the above table, indicators of managing process results are depicted. Among the indicators, 

solving organizational problem is the highest indicator with mean of 3.15 and standard deviation 

of 1.458.program/project management through evaluation time management, clarifying roles, 

managing quality and improving process have equal mean score of 3.07 though they have slightly 

different standard deviations. Next to them making decisions and having technical credibility have 

equal mean scores of 3.06 and approximately equal standard deviations. However, all the 

indicators have mean scores below 3.40. This revealed that top and deputy leaders in the study 

area lacks managing process competency. 
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Table 8 Respondents Perception with respect to Resource Acumen 

 N Mean Std. Deviation 

Budgeting & Financial Management 783 3.30 1.230 

Human capital management 783 3.21 1.264 

 Managing resources 783 3.23 1.269 

Information Technology Management 783 3.19 1.289 

Valid N (listwise) 783   

Source: Collected questionnaire, 2021 

The table above showed resource acumen competency score of top leaders and deputy leaders. 

Among those mentioned indicators of this competency, budgeting and financial management is 

the highest indicator with mean of 3.3. and standard deviation of 1.230.Managing resource with 

mean of 3.21 and standard deviation of 1.264; human capital management with mean of 3.21 and 

standard deviation of 1.269 respectively are found to be manifestation of resource acumen 

competency of leaders in the study area. However, all the mean scores of the above items are below 

3.40.Thus, we can conclude that top and deputy leaders in the study area did have sufficient 

resource acumen competency. 

Table 9 Respondents Perception with respect to Building Coalitions 

Descriptive Statistics 

 N Minimum Maximum Mean Std. 

Deviation 

Networking & Partnering 

Boundary-Crossing 

Collaborating/Networking 

Stakeholder Relations 

783 1 5 3.24 1.277 

Political Savvy 783 1 5 3.27 1.267 

Influencing and negotiating 783 1 5 3.28 1.248 

Valid N (listwise) 783     

Source: Collected questionnaire, 2021 
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The above table depicts building coalition’s competency manifestations of leaders in the study 

area. The highest manifestation of the competency leaders had was influencing and negotiating 

with mean of 3.28 and standard deviation of 1.248. The next manifestation of building coalition 

competency possessed by the leaders was political savvy and the least indicator of the given 

competency was networking and partnership boundary-crossing collaborating. However, mean 

value of the indicators under building coalitions are below 3.40 agreement level, so leaders in the 

study area lacked building coalition competency. 
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Chapter Five 

Summary of Findings, Conclusion and Recommendation 

5.1. Summary of Findings 

 

The purpose of this study was to investigate the leadership competencies of top and deputy leaders 

in North Shewa Zone. A total of 800 questionnaires were administered to all top and deputy leaders 

or to their representatives to all weredas and city administrations in North Shewa Zone, but 783 

questionnaires were properly filled and returned. Thus, the analysis was conducted by the 

responses of the 783 leaders. 

Demographic Factors: Leadership competencies score of single group was observed to be 

significantly greater than those of widowed (U=616.500, p=.054, r= -0.068); the leadership 

competencies score of above 10 years group was observed to be significantly greater than those of 

less than 1 year (U=2210.50, p=.007, r= -0.084). Kruskal-Wallis test was conducted between age 

of respondents and leadership competencies (U=52.50, P=0.880); office responsibility and 

leadership competencies (U=11985, P=0.863); level of education and leadership competencies 

(U=3304.50, P=0.169); academic qualification and leadership competencies (U=54963.50, 

P=0.636). 

Personal factors: - The sum of the 4 variables measures that the overall personal factor is 3.85 

indicating that leaders in the area under consideration perceive that they demonstrate high personal 

ability as their leadership competencies. 

Perception with respect to leading change: - mean of the basic variable stated under Perception 

with respect to leading change was 2.39 which line on disagree level of agreement. This implies 

that the leaders in North Shewa Zone Amhara Region are in the lowest position to lead changes in 

the affairs of their organization with low proficiency of fostering creativity and innovation, 

displaying Strategic thinking and planning with poor articulation of the mission and vision. 

Moreover, Demonstrating Resilience through Persistence and stress tolerance and Managing 

Organizational Change by leaders found to be very low. 
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Perception with respect to leading people: - mean of the basic variable stated under Perception 

with respect to leading people was 2.69 which line on neutral level of agreement. Neutral level of 

agreement indicate that Perception the leader with respect to leading people medium motivation 

with particular variables such as team leadership, consulting, delegating, motivating and 

Empowering, Values-Based Leadership Managing Conflict, Promoting Health & Physical Well-

Being, Creating Organizational Culture, Planning and Organizing Personnel and Uses different 

leadership styles.  

Perception with respect to result driven: - mean of the basic variable stated under Perception 

with respect to result driven; Customer Service Orientation (3.20), Manages and Measures 

Performance (3.16), Entrepreneurship orientation (3.17), calculated risk taking (3.16) and Being 

Accountable (3.11). Among this, Customer Service Orientation is the highest indicators of 

leadership competency from result driven with a mean and standard deviation 3.20 and 1.383. 

Whereas being accountable is the lowest indicator as compared with other items with a mean and 

standard deviation 3.11 and 1.430. However, both of variables Perception with respect to result 

driven mean line on neutral level of agreement indicate that Perception the leader on the above 

stated variable is low. this indicate the leaders in North Shewa Zone in Amhara Region has low 

Customer Service Orientation, Manages and Measures Performance, Entrepreneurship orientation, 

Calculated risk taking and Accountable. 

Managing Process: - mean of the basic variable stated under managing Process line on rage of 

level of agreement is neutral [2.61-3.40].  Among the indicators, solving organizational problem 

is the highest indicator with mean of 3.15 and standard deviation of 1.458.program/program 

management through evaluation time management, clarifying roles, managing quality and 

improving process have equal mean score of 3.07 though they have slightly different standard 

deviations. However, all the indicators have mean scores below 3.40. This revealed that top and 

deputy leaders in the study area lacks managing process competency. 

Resource Acumen: - mean of the basic variable stated under resource acumen line on rage of level 

of agreement is neutral [2.61-3.40]. Among those mentioned indicators of this competency, 

budgeting and financial management is the highest indicator with mean of 3.3. and standard 

deviation of 1.230.Managing resource with mean of 3.21 and standard deviation of 1.264; human 
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capital management with mean of 3.21 and standard deviation of 1.269 respectively are found to 

be manifestation of resource acumen competency of leaders in the study area. 

Building Coalitions: - basic variable stated under building coalitions all of mean line under neutral 

rage of agreement [2.61-3.40]. The highest manifestation of the competency leaders had was 

influencing and negotiating with mean of 3.28 and standard deviation of 1.248. The next 

manifestation of building coalition competency possessed by the leaders was political savvy and 

the least indicator of the given competency was networking and partnership boundary-crossing 

collaborating. However, the indicators, all mean value of building coalitions are below 3.40 

agreement level, so leaders of north Shewa Zone in this study area lacked building coalition 

competency.  

To be summarize the extent leadership competence of North Shewa zone leader leadership 

competence Mean value of basic variable stated variable under this study. Mean rank of the basic 

variable under incorporate in this study from high to low competence Personal factors, Resource 

Acumen, Perception with respect to result driven, Managing Process, Perception with respect to 

leading people, Perception with respect to leading change   and Building Coalitions  with 3.85, 

3.23, 3.16, 3.07, 2.69, 2.39 and 2.26 respectively. 

5.2. Conclusion 

 

Leadership competence is one of the most important components to accomplish organization 

vision, mission and objective. The purpose of this study was to examine leadership competence of 

public organization in North Shewa Zone in Amhara region. Besides, the researcher approached 

this objective by studying leadership competency tools from quantitative perspective. This 

research finding determine the extent of leadership competency of leader stated variables such as  

demographic factors, Personal factors, Resource Acumen, Perception with respect to result driven, 

Managing Process, Perception with respect to leading people, Perception with respect to leading 

change   and Building Coalitions. 

The difference of leadership competencies across different demographic variables (age, leadership 

experience, and marital status, and office responsibility, level of education, academic qualification 

and work place) were examined. As a finding on one hand it was found that marital status and 
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leadership experience had significant difference in predicting leaders’ competencies and on the 

other hand age, office responsibility, level of education, academic qualification and work place 

had no significant difference on the leadership competencies. 

The leaders’ perception towards their display of personal competencies is high. The sum of the 4 

variables measures the overall personal factor is 3.85 indicating that leaders in North Shewa Zone 

Interpersonal skill, Communication skill, Understanding skill and Emotional intelligence high.  

This shows that leaders demonstrate high personal ability as their leadership competencies. 

Leaders in North Shewa Zone Amhara Region are in the lowest position to lead changes in the 

affairs of their organization with low proficiency of fostering creativity and innovation, displaying 

Strategic thinking and planning with poor articulation of the mission and vision. 

The variable stated under Perception with respect to leading people has mean value below 

3.41.This indicate that leaders in North Shewa Zone have no high leadership competency in Team 

Building through team leadership, consulting, delegating, motivating, Empowering Others, 

Values-Based Leadership, Managing Conflict, Creating Organizational Culture, Planning and 

Organizing Personnel and Uses different leadership styles. 

The leader Perception with respect to result driven has mean value below 3.41. This indicate that 

leaders in North Shewa Zone have not high leadership competency in Customer Service 

Orientation, Manages and Measures Performance,  Entrepreneurship orientation, Calculated risk 

taking and accountability. 

The research finding shows under Managing Process of issue mean value below 3.41. It shows 

that leaders in North Shewa Zone have medium competency in Solving organizational Problem, 

Making Decision, Having Technical Credibility, Clarifying roles, Monitoring and assessing work 

and Program/ Project management.  

Research finding described under resource acumen mean value line medium level agreement, this 

shows that leaders have medium competency in budgeting & financial management, human capital 

management and Information Technology Management. 

The research finding shows under building coalitions of leadership competency mean value line 

medium level of agreement, this shows that leaders have medium competency in Networking, 
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Stakeholder Relations, Political Savvy and  Influencing and negotiating with different issue in 

leading organization. 

5.3. Recommendations 

 

Leadership plays a crucial role in any organization and influences organizational performance. The 

role is unique in public sector, due to the fact that public sectors always deal with multiple, 

different stakeholders whose opinions can strongly influence the organization. Knowledge and 

application of integrated leadership competencies that greatly affect leaders effort to be effective 

in their leadership practice is paramount important. 

This research, which tried to identify the position of leaders regarding the seven leadership 

competencies required for leaders, has identified major findings mentioned in the preceding 

chapter and elsewhere in this chapter. Based on the summary and conclusion mentioned above, 

the following recommendations are put forth.  

1. Out of the seven competencies that leaders must exhibit at higher level, leaders in North 

Shoa Zone of Amhara Region were aware and demonstrating only two of them that is 

personal factors and resource acumen. Their awareness and implementation of the other 

five leadership competencies constituent namely Leading Change, Leading People, Result 

Driven (Result Orientation), Managing Process and Building Coalition was low. Therefore 

developing a training material (module) and offering training on the integrated leadership 

competencies model and other issues related to leadership capacity enhancement is 

mandatory to all top and deputy leaders at Zone, Woreda and city administration level.   

2. All of the leadership positions in the sectors are filled through political assignment of the 

leaders regardless of their educational and other background. Therefore, continual training 

program must be organized at least once or twice in a year to those newly assigned leaders 

in place of those whose term is completed or who are deposed due to different reasons.  

3. To be effective, leadership training needs to focus on real organizational outcomes, within 

the context of the sectors. Leadership training shouldn’t look the same in every sector. 

Therefore, based on the nature of the sectors, especial training should be given for the 

leaders. 
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4. It is also essential for today’s leaders to promote a culture of learning, with senior leaders 

proactively involved in encouraging learning and development. Anyone who is in a 

management role is in an exciting position to lead the way by supporting the professional 

development of their teams. Good leaders know that professional development is integral 

to the success of any company, creating a more positive work culture and better 

organizational results overall. One of the best ways to promote a positive learning culture 

is by incorporating mentoring into the leadership training program. Mentoring presents 

many benefits for public sectors, including increased knowledge sharing, improved skill 

sets and the opportunity for constructive feedback and support. 

5. Leaders need to act as change agents, driving transformation within their sectors. Training 

on change management should be one of the components in the leadership training. 

Delegation is also an essential skill that must be included in the leadership-training 

program. It requires trusting employees, knowledge sharing, and effective communication, 

which help to reinforce a culture of learning across organizations. 

6. It is well worth making sure that emotional intelligence is included in the leadership 

training programs. Unlike intellect, emotional intelligence can be developed and expanded. 

Emotional intelligence is critical to leadership success. Often overlooked when compared 

with more technical skills, the level of emotional intelligence has a huge impact on the 

leadership abilities. Emotional intelligence is the ability to monitor one’s own and others’ 

feelings and emotions, and to use this information to guide the thinking and actions. It helps 

leaders to be more comfortable and competent in handling conflict, performing well under 

pressure, making difficult decisions, and communicating well with others – all very 

important skills when it comes to leading and managing teams. 
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Annex B Structured Questionnaire and Structured Interview (Undergoing validation) 

በሰሜን ሸዋ ዞን የሚገኙ የመንግስት ኃላፊዎችን የአመራር ክፍተትን በመለየት ብቃታቸውን ለማሻሻል 

የተዘጋጀ መጠይቅ 
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የመጠይቁ ርእስ፡ የአመራር ክፍተት ዳሰሳ ጥናት 

ዉድ መላሾቻችን፡- 

ይህ መጠይቅ በሰሜን ሸዋ ዞን፤ በወረዳ እና ከተማ አስተዳደር የሚገኙ የመንግስ መስሪያ ቤት ኃላፊዎች የአመራር 

ብቃትን ለማሻሻል የተዘጋጀ ሲሆን እርስዎ መጠይቁን እንዲሞሉ የተመረጡት በዞኑ ዉስጥ በሚገኙ የመስግስት 

መስሪያ ቤት ዉስጥ በዋና ኃላፊነት ወይም በምክትል ኃላፊነት ተመድበዉ እየሰሩ የሚገኙ በመሆኑ ነዉ፡፡ ጥናቱ 

የሚካሄደው ደብረብርሃን ዩኒቨርሲቲ ባዘጋጀው የጥናትን ምርምር እና  ማሕበረሰብ አገልግሎት ፍኖተ ካርታ በፀደቀበት 

ወቅት ባለድርሻ አካላት ( የዞን እና የወረዳ አመራሮችን ጨምሮ) የአመራር ክፍተትን ለይቶ ስልጠና መሰጠት አንዱ 

ጉዳይ መሆን እንዳለበት በተደረገው ስምምነት መሰረት ነው፡፡  

ክፍል አንድ፡ ግላዊ መረጃዎች 

1. ፆታ፡ 

1. ወንድ    

2. ሴት    

2. እድሜ፡ 

1. ከ 25 አመት በታች        

2. 26 - 35 አመት             

3. 36 - 45 አመት        

4. 46 - 55 አመት  

5. ከ 56 አመት በላይ        

3. የጋብቻ ሁኔታ 

1. ያላገባ   

2. ያገባ     

3. የተፋታ   

4.  ትዳር ጓደኛን በሞት ያጣ                                        

4. በአመራርነት ያለዎት ልምድ 

1. ከ1 አመት በታች        

2. 1-5 አመት             
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3. 6-10 አመት        

4. ከ10 አመት በላይ        

5. አሁን ያሉበት ኃላፊነት  

1. ዋና ኃላፊ         

2. ምክትል ኃላፊ  

3. ተወካይ  

6. የትምህርት ደረጃ 

1. ሶስተኛ ዲግሪ  

2. ሁለተኛ ዲግሪ  

3. የመጀመሪያ ዲግሪ  

4. ዲፕሎማ    

7. የሰለጠኑበት የትምህርት መስክ 

1. በስራ አመራር  

2. በሌሎች የትምህርት መስኮች  

8. የሚሰሩበት የስራ ቦታ 

1. የገጠር ወረዳ          

2. የከተማ አስተዳደር      

ክፍል ሁለት፡- ከሚከተሉት አማራጮች የእርስዎን ሁኔታ የሚገልፀውን ከ1 እስከ 5 ያለውን 

በመምረጥ የ “X” ምልከት በማድረግ ያረጋግጡ፡፡  ቁጥሮቹ የሚወክሉት እንደሚከተለው 

ቀርቧል፡፡ 

1 = በጣም አልስማማም 

2 = አልስማማም 

3 = በከፊል አልስማማም 

4 = በከፊል እስማማለሁ 

5 = እስማማለሁ 

6 = በጣም እስማማለሁ 

 

    

    



61 
 

ተ.ቁ  6 5 4 3 2 1 

1 ግለሰባዊ ባህሪያት       

1.1 ከሰዉ ጋር ተግባብቶ የመስራት ችሎታ አለኝ       

1.1.2 ያለ አድሎ፤በቅንነትና በአላማ ላይ አተኩሮ የመስራት 

ብቃት አለኝ 

      

1.1.3 የሌሎችን ስሜት፤ፍላጎትና ተነሳሽነት የመረዳት ችሎታ 

አለኝ 

      

1.1.4 ሰዎችን የማመን እና የመውደድ ብቃት አለኝ       

1.1.5 ልዩ ልዩ የማህበረሰብ ህጎችን የመረዳት እና የመስራት ብቃት 

አለኝ 

      

1.1.6 ስራን ተግባብቶ እና በብልህነትና በጥንቃቄ የመምራት 

ችሎታ አለኝ 

      

1.1.7 በአብሮነት መንፈስ ለጋራ ዓላማ የመስራት ችሎታ፤አለኝ       

1.1.8 በትህትናና በትጋት የመስራት ችሎታ አለኝ       

1.2 የተግባቦት ችሎታ       

1.21 ግልጽና የተመጠነ መረጃ በንግግር የማስተላለፍ ብቃት 

አለኝ 

      

1.2.2 ስብሰባዎችን በዉጤታማ መልኩ የመምራት ብቃት አለኝ       

1.2.3 ከለጋሾች ጋር በመጻጻፍ ሀብት የማመንጨት ችሎታ አለኝ       

1.2.4 ከንግግር ውጪ የሆኑ መልዕክቶችን የመረዳት ችሎታ አለኝ       

1.2.5 የዉጭ ቋንቋዎች ችሎታ አለኝ       

1.2.6 መረጃ ለሌሎች የማካፈል ብቃት አለኝ       

1.2.7 በሚዲያ እና በሌሎች መንገድ የህዝብ ግንኙነት ብቃት 

አለኝ 

      

1.3  የግንዛቤ ባህሪ ሁኔታዎች       

1.3.1 ችግሮችን ተንትኖ በጥልቀት በመረዳት የመፍታት አቅም 

አለኝ 

      

1.3.2 በእውነታ ላይ ተመስርቶ ነገሮችን የመረዳት ችሎታ አለኝ       
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1.3.3 በምክንያታዊነት የመምራት ብቃት አለኝ       

1.3.4 ተቋምን ውስጣዊ እና ውጪያዊ ውስብስብ መስተጋብር 

እና ግንኙነት ውጤት መሆኑን የመረዳት ችሎታ አለኝ 

      

1.3.5 መረጃዎችን ከዉስጥና ከዉጭ የመሰብሰብ ችሎታ አለኝ       

1.4 ስሜታዊ ስክነት (Emotional Inteligence)       

1.4.1 ራስን እና ተቋምን የመረዳት ብቃት አለኝ       

1.4.2 ለዛሬ ማንነት ያለፉት ውጣውረዶች የነበራቸውን አበርክቶ 

የማወቅ ብቃት አለኝ 

      

1.4.3 ራስን የመቆጣጠር ብቃት አለኝ       

1.4.4 በራስ የመተማመን ብቃት አለኝ       

1.4.5 መልካም እና ቀናን ነገር የመጠበቅ አዝማሚያ አለኝ       

1.4.6 በራስ ችሎታ እና ጥረት ለዉጤታማነት ያለ ተነሳሽነት አለኝ       

1.4.7 ነገሮችን ቀድሞ የመተንበይና መፍትሄ የመስጠት ብቃት 

አለኝ 

      

1.4.8 ዉሳኔ የመስጠት ብቃት አለኝ       

1.4.9 በጋራ እምነቶች፤ ጥቅሞች እና ተነሳሽነት ዙሪያ ግለሰባዊና 

ተቋማዊ ትስስር ብቃት አለኝ 

      

1.4.10 ግላዊና ሙያዊ ስነ-ምግባር ብቃት አለኝ       

1.4.11 ተቋማዊ ስነ-ምግባር የማክበር ሁኔታ አለኝ       

1.4.12 የአልጋይነት ስሜት/ተነሳሽነት ብቃት አለኝ       

2 ለዉጥን የመምራት ሁኔታ       

2.1 ፈጠራና ግኝትን የማበረታታት ብቃት አለኝ       

2.2 አካባቢያዊ እና አለማዊ ነባራዊ ሁኔታዎችን ተንትኖ 

የመረዳት ብቃት አለኝ 

      

2.3 ችግሮችን በጽናት የማለፍ ጥበብ አለኝ       

2.4 ነገሮችን እንደየሁኔታዉ የመረዳት እና የመፍታት ብቃት 

አለኝ 

      

2.5 አቅምን የመጠቀም ብቃት ደረጃ አለኝ       
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2.6 ስትራቴጂካዊ አስተሳሰብ እና አመራርን የመተግበር ብቃት 

አለኝ 

      

2.7 ርእይና ተልዕኮን ለማስረፅ የሚደረገው ጥረት አለኝ       

2.8 ተቋማዊ ለዉጥን የመምራት ብቃት አለኝ       

3 አመራር ሰጪነት       

3.1 የጋራ አመራር ሰጪነትን በመተግበር የቡድን ስራን 

የማጠናከር ደረጃ አለኝ 

      

3.2 ብዝሀነትን (አቃፊነትን) የመተግበር ደረጃ አለኝ       

3.3 ግጭቶችን የመፍታት ብቃት አለኝ       

3.4 ሌሎችን የማብቃት ችሎታ አለኝ       

3.5 ጤንነትንና አካላዊ ደህንነትን የማረጋገጥ ብቃት አለኝ       

3.6 ተቋማዊ ባህልን የመመስረት ብቃት አለኝ       

3.7 የሰዉ ሀይልን የማቀድና የማደራጀት ችሎታ አለኝ       

3.8 የተለያዩ የአመራር ዘይቤዎችን/ አይነቶችን የመተግበር 

ብቃት አለኝ 

      

4 ዉጤታማነት        

4.1 ደንበኛ ተኮር አገልግሎት ለመስጠት ያለኝ ዝግጁነት አለኝ       

4.2 አፈፃፀምን በቀጣይነት የመገምገም እና የመለካት ብቃት 

አለኝ 

      

4.3 አዳዲስ ነገሮችን በመፍጠር የመተግበር ሁኔታ አለኝ       

4.4 የጉዳት መጠኑ  አነስተኛ የሆነ ስጋትን የማስተናገድ ብቃት 

አለኝ  

      

4.5 ለተጠያቂነት ዝግጁ ነኝ       

5 የአሰራር ሁኔታ       

5.1 ተቋማዊ ችግሮችን ተረድቶ የመፍታት ብቃት አለኝ       

5.2 ፈጣን ዉሳኔ የመስጠት አቅም አለኝ       

5.3 ተቋሙን በዕውቀት ላይ ተመስርቶ የመምራት ብቃት አለኝ         
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5.4 አሰራርን ለማሻሻል እና ጥራትን ለማጋገጥ ትኩረት 

አሰጣለሁ፤ 

      

5.5 ለሁሉም የሚጠበቅበትን ተግባር እና ኃላፊነት የማሳወቅ 

ብቃት አለኝ 

      

5.6 የአፈፃፀም ክትትል እና ግምገማ የማካሄድ ብቃት አለኝ       

5.7 ፕሮጀክትን ከጊዜ አንፃር የመገምገም ብቃት አለኝ       

6 የሀብት አጠቃቀም        

6.1 በጀትና ፋይናንስን በአግባቡ የማስተዳደር አቅም አለኝ        

6.2 ለሰብዓዊ ሀብት አስተዳደርን በተገቢዉ የመፈጸም አቅም 

አለኝ     

      

6.3 የተቋሙን ንብረት ፍትሃዊ ድልድል በማካሄድ በአግባቡ 

ጥቅም ላይ እንዲውል የማድረግ ብቃት አለኝ 

      

6.4 የመረጃ ቴክኖሎጂን በላቀ ደረጃ ለመጠቀም ልምዶችን 

ለመውሰድ እና ለሌሎችም አካፍላለሁ፡፡ 

      

7 ህብረትን የመፍጠር ሁኔታ       

7.1 ድንበርየለሽ የባለድርሻ እና አጋር አካላት ግንኙነት 

የመፍጠር ችሎታ አለኝ 

      

7.2 ስራዎችን በተቻለ መጠን ከፖለቲካዊ ተፅዕኖዎች ጋር 

በማጣጣም የመስራትችሎታ አለኝ ፡፡ 

      

7.3 ተፅዕኖ ፈጣሪነትን እና ሰጥቶ የመቀበል መርህን 

የመተግበር ችሎታ አለኝ፡፡ 

      

 

ክፍል ሶስት፡ለሚከተሉት ጥያቄዎች ግልጽ መልስ ስጡ 

60. በእርስዎ እይታ የአመራሮች የአመራር ክህሎት ደረጃቸው በምን ሁኔታ ላይ ይገኛል; 
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61. የአመራሮችን የአመራር ድክመት መንስዓዎችን ይዘርዝሩልን? 

             

             

             

             

             

             

              

62. በእርስዎ አስተያዬት በዞን፤በወረዳና በከተማ አስተዳደር የሚገኙ አመራሮችን የአመራር ክህሎት ለማሳደግ 

በደብረብርሃን ዩኒቨርሲቲ እና ሌሎች አካላት ምን መሰራት አለበት? 

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________

________________________________________________________________   ______ 

    ስለትብብርዎ ከልብ እናመሰግናለን!!! 

 

 

 

 


