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Abstract

The aims of this study is to assess the challenges and prospects of public organizational
leadership (LEADS) being as one of the major ways of successful organizational
leadership concerts in the Public Organizations of Gurage Zone City Administrations
(POGZCA). Studies on assessments of the challenges and prospects of Leadership of
Public organizational could provide an important input for better leadership act of the
organizations. This study therefore, intends to assess the challenges and prospects that
affect the LEADS of the City Administrations of POGZCA namely, Wolkite and Butajira.
Deductive and explanatory methods of are employed. Data are collected using structured
questionnaires from 170 employees working in the two City Administrations or
Municipalities. Both descriptive and inferential analyses were carried out and data are
analyzed using Statistical Package for Social Sciences (SPSS). The bivariate correlation
analysis was conducted and determined the existence of significant relationship between
associated variables namely, organizational capacity (OC), organizational staff
development (SD) and external environmental factors (EXV have significant correlation
with Public Organizational Challenge and Prospects of the Municipalities and the
dependent variables (DV), of LEADS of the City Administrations having a Pearson
product-moment(r) value of 0.533, 0.439 and -0.374 respectively, which implies a
moderate correlation as r value varies between +0.36 to +0.67. In addition, a linear
multiple regression is analyzed to measure the effect of the three independent variables
(IV) on the public organizational leadership (LEADS) of public organizations and the
findings showed that the three IV can explain 42% of the variation of the LEADS of the
municipalities as represented by the adjusted R?. Analysis of variance also showed that
there is a significant relationship between public LEADS and its determinants having an
F statistics value of F= 9.792 which is the IV are significantly associated with the DV,
LEADS. Hence, it is recommended that the public organizations administrators and
leaders should continuously strengthen and consider CAP, SD & EXV factors to confirm
sustained and achievable of goals of public organizational leadership.

Key Words: Organizations, Leadership, Significance, Relationship, Challenges
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study

Van Wart (2011) states that effective public organizational leadership requires a high
level of competence in articulating the service and accountability needs of an
increasingly diverse constituency. Public organization leadership further requires high
levels of competence in integrating systems and operations across national boundaries to
meet these services and accountability needs (Van Wart 2011). In a specific public
environment the most important role of public sector leaders is to solve the problems

and challenges faced.

“Several factors are causing a multitude of changes in the world and are having a
significant impact on the way work gets done. Factors such as changing workforce,
rapidly changing technology, and changing board requirements are causing
organizations to take practical steps to plan for future leadership development”
(Phillips & Schmidt 2004: 3).

Phillips & Schmidt (2004) argue that in order for leaders to lead, they need capabilities
in the areas of people management, empowerment and communication skills. Arguably,
“a common understanding among researchers in the field of public leadership indicates
that responsible leadership responds to both existing gaps in leadership theory and the
practical challenges facing public organizational leadership” (Pless & Maak, 2011: 4). In
the field of public organizational leadership it is understood that there are changing
factors that affect the leadership of public organizations (LEADS) and requires practical
planning for future LEADS.

It then follows that the aim of this study is to investigate the relationship between
effective LEADS and organizational change. The study will focus on evidence
suggesting a relationship between LEADS and the probability of successful

organizational capacity, staff development and external environment variables. The



significance of this study is to support the confirmation of understanding what causes

effective organizational change in the public health sector.

Hereby in this research it is also intended to investigate the role of leadership and how it
affects the effectiveness of public organizational management in Gurage Zone city
administration in view of leadership being responsible for creating the vision, the
culture, and the strategies and mobilizing and focusing energy towards that direction
(Jones, George & Hill, 2000).

Leadership as a discipline is dominant in Gurage Zone city administration and needs to
be investigated in relation to the prospect and challenge factor in terms of how it is fixed
and applied as a way of doing tasks in these organizations. The researcher intended to
gather relevant literature that speaks to this phenomenon, holistically, from the history of
leadership, organizational strategies, and the role of leadership in understanding its
prospect and challenges in public organization in Gurage Zone city administration, and
the link between all of them. All of these factors need to be understood in the context of
how their relationship affects effective public organizational management in Gurage

zone city administration.

The two municipalities have a common background in terms of their role on way of
leadership; however, the intention is not to make this a comparative study, but rather to
seek to acquire lessons from both concerns that can be further developed rather than
validated. These municipalities have a majority male leadership. They have been
mandated to transform and reflect the demographic face of the Gurage Zone
administrative setting. Commonly males and females are pushing for leadership
positions in these organizations. Resistance to change is revealed among the LEADS of

the Gurage Zone city administration

1.2 Statement of the Problem
Study found that that unfair evaluation of employee makes them feel insecure or
discouraged leading to the development of poor relationship between the employer and

employee and employee to organization (Mone and London (2010). From various mixed



results, the current study aims to examine whether the organizational capacity,
organizational staff development practices and external environments variables
continuous can identify existing issues and corrective measures to be designed to

improve organizational leaderships.

Some of the drivers of this prospects and the source of challenge in responding to
LEADS policies are notions of integrating leader and followers, capacity based
leadership, devolution of power and responsibility to public organizations and linking
delivery to social and economic changing aspects development imperatives Hoppers et
al (2000:193).

A number of studies have suggested that leadership is responsible here because it
introduced system of administration through public organizations, but never put in place
processes to assist employees to cope with the change. That leaves public organizations
assuming that change has taken place when this has not been achieved at individual

level.

There are various findings that LEADS ensure productive leadership of public
organizations putting into account:

+ The internal capacity of the organization (CAP).

+ The development practices of employees (SD).

+ The handling ability of external influences (EXV) separately (Breu & Benwell,

2000).

But, still there is no firsthand evidence to show how combined influences of the CAP,
SD, and EXV affects the LEADS (Usoro 2000). Given this scenario, this study tries to
fill this gap.

1.3 The Research Questions
+ To what extent does the external environment factors affect the leadership of
public organizations?
+ What are the main organizational capacities related factors affecting the
leadership of public organizations?



+ How staff developmental programs related factors affect the leadership of

public organizations?

1.4 Objectives of the Study
1.4.1 General Objective

The broad aim of this study is to assess the challenges and prospects leadership of the
LEADS the public organizations in the Gurage Zone City Administrations.

1.4.2 Specific Objectives
To achieve the general objectives the following specific objectives are formulated:
+ To identify EXV which affect the LEADS of public organizations in Gurage
Zone City Administrations.
+ To identify CAP related factors that affect the LEADS.

+ To assess how SD development programs related factors affect the LEADS.

1.5 Research Hypothesis

The followings are the research hypotheses tested at 5% level of significance
Ho: There is no statistically significant correlation between each public organizational
leadership challenges and public organizational leadership in Gurage Zone City
Administrations. That means:

Hoa: There is no statically significant correlation between LEAD and CAP.

HO,: There is no statically significant correlation between LEAD and SD.

Hos: There is no statically significant correlation between LEAD and EXV.

Hi: There is a statistically significant correlation between each public organizational
leadership challenges and public organizational leadership in Gurage Zone City
Administrations. Which means:

Hai: There is a statistically significant correlation between LEADS and CAP.
Hi1: There is a statistically significant correlation between LEADS and CAP.
Hi1: There is a statistically significant correlation between LEADS and CAP.



1.6 Significance of the Study
The findings of this study could help the public organizations to be aware of the
challenges and prospects that affect their leadership performance, i.e. it can help relevant
administrators to become conscious of roles on internal and external challenges and
means of controlling that challenges on public organizational leadership. It can also help
to identify the factors that may lead to the failure of and success of leadership of public
organizations and to take remedial prospects. It can help the leaders of the public
organizations to decide what type of challenges do relevant for their organizations and

its organizational performance based on study rather than expectations.

The result of this study could assist the policy makers to be attentive of organizational
leadership challenges and prospects. This research could also stimulate interests in
future researches in organizational performance of public organizations in Ethiopia. The
findings of this study would be beneficial to researchers in organizational management
by adding to the body of knowledge on the challenges that influence the organizational

leadership of public organizations.

1.7 Scope of the Study
The geographical boundary of the research is limited LEADS of Gurage Zone City

Administrations’ public organization.

Conceptually, the research is concerned on analyzing the influence of organizational
capacity, staff development practices and those external influences on organizational
leadership.

1.8 Limitation of the Study
This study has some potential limitations. The first restraint is the data used in the study
were acquired using the structured questionnaire and interview. And this procedure
might have led to common method bias that might have inflated the relationship among
factors.
The second limitation is about the sampling strategy which is limited to 170 employees

of the municipalities. The researcher have to study a broader cross-sections of
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employees in public organizations and also to travel extensively and interview public
organizational employees, even in count level to get a better insight on the topic of

study.

Thirdly, the study could then also have a higher coverage to include other functions, like
styles, aspect of culture, political development, and publicizing. Culture affects behavior

patterns, but that would have called for a study in itself and hence not covered here.

1.9 Definition of Concepts and Terms
Transactional leadership: “Leaders inducing followers to act for certain goals that
represent the values and the motivations — the wants and needs, the aspirations and

expectations — of both leaders and followers” (Burns, 1978: 19).

Challenges: -refer to factors standing in the ways of public organizational leadership
(Dimmaock, 1993).

The Leadership Challenge: is about how leaders mobilize others to want to make
extraordinary things happen in organizations. It’s about the practices leaders use to
transform values into actions, visions into realities, obstacles into innovations,
separateness into solidarity, and risks into rewards. It’s about leadership that creates the
climate in which people turn challenging opportunities into remarkable successes (Breu
& Benwell, 2000).

Leadership: Leadership is an essential driving force to achieving the vision and mission
of any organization. Northhouse (1997) defines leadership as a process whereby
individuals are able to influence other individuals to achieve or reach commonly desired

outcomes.

Public organizational leadership: Morse, Buss and Kinghorn (2007) define public

organizational leadership as people in government with positional authority.

Practice: A method, procedure, process, or rule used in a particular field or profession.



Transformational Leadership: Leadership behavior that centers on the development of
followers by raising their individual needs to a higher level and seeking to meet those

higher needs.

1.10 Organization of the Research
Chapter 1: claims the background of the study area with its problem, questions, scope
significance and limitation of the study as grasped so far. Chapter 2, the review of
related literature is explored the theoretical, empirical and conceptual framework of this
research in order to understand the prospects, challenges and concepts of LEADS, and
how they relate to one another in the LEADS environment. Chapter 3, the research
methodology adopted is explained in detail. The design, instruments used, and a specific
way of analyzing data are discussed. Chapter 4, data presentation, analyzing, discussion
of findings that are specific to the respondents interrogated are presented here. Finally,
Chapter 5, summarizes, conclusions and recommendations in relation to challenges and

prospects of LEADS in Gurage Zone City Administrations.



CHAPTER TWO
REVIEW OF RELATED LITERATURES

2. Introduction
The review of related literature consists of the following concepts: strategy, leadership,
organizational management, organizational structures, effectiveness, and efficiency. The

theoretical framework that describes this research concludes the literature review.

Concepts such as strategy, leadership, project management, organizational structures,
and the theoretical relationships are discussed in this chapter, with leadership
constituting the theoretical framework of the study as indicated to in the introduction in

which leadership is viewed as the missing link in public organization execution.

2.1 Theoretical Review
2.1.1 Strategy

It is not the researcher’s intention to discuss strategy in isolation, but rather to discuss it
with special focus on its effect on organizations as determined by the leadership factor.
Strategy in any organization is concerned with the basic direction for its future, purpose,
ambitions, resources, and how it interacts with the world (Lynch, 2000, p. 5). The
direction for the future during the execution of strategy is not defined in a tested model
to follow, leaving a gap in implementing strategy, particularly in public organization
development implementation. While Lynch generalizes, the strategy is not so generic as

to be applicable to any situation, but rather is executed differently.

The focus of LEADS is to execute the strategic objectives and be able to measure their
success. All aspects of the organization such as people, processes, technology, and the

external environment are looked into by leadership, with the objective of satisfying the



shareholder compact. The role of executing this responsibility is shared among all its

employees, with the executive leadership and top management taking the leading role.

Strategy execution entails applying minds through planning, making sure there is
commitment to what the organization has focused on to achieve, seizing the opportunity
that has appeared, optimizing resources, using the strategic position to gain advantage,
being flexible regarding alternatives, and keeping things simple (Cohen, 2004). Other
facets of strategy entail leading with the right skills, transforming organizational
psychology, focusing on your energy, rewarding success (Watkins, 2003), concentrating
on core business, balancing a mix of initiatives, balancing risk of return versus
investment, having difficult metrics, closing non-core business ventures, prioritizing
initiatives, gaining better visibility regarding the value that investment delivers to the

business, communicating consistently, and stopping the madness (Hartman, 2004).

Strategies could fail due to various reasons such as failure to get buy-in from those who
implement strategy, insufficient resources, bad strategy, having a checklist, and
outperforming the competitor (Sterling, 2003). The missing element is the process to
follow in ensuring that the metrics for implementing strategy are measured, and this is
compounded by challenges around the shortage of skilled labor in organizations.
Municipalities experience some of the items described here such as not prioritizing and
being in a mad rush to execute initiatives, of which the majority may not be linked to
any specific strategy. While the strategy is defined, the format of implementing,
tracking, and measuring in public organizations seems to be hazy, with no effective

follow-through.

This is typically so due to the lack of strategic leadership at different levels of the
organization, which, in turn, results in towns being executed without a clear link to
strategy and firm direction as defined by the company’s vision. This, again, results in
towns that are performed being misaligned to the strategy, hence failing to
comprehensively contribute to the objectives of meeting the shareholder compact.

The core areas of strategy, as presented by Lynch (2000) below, are strategy analysis,

strategy development, and strategy implementation. The challenge in towns is to involve



the people, an element that Lynch also does not seem to project in the argument on
strategy analysis. While it is expected that leadership takes a leading role, ignoring the
opinions of the rest of the people in the organization alienates the employees and
prevents them participating and understanding the reasons behind a specific strategy.
While it is acknowledged that high-level analysis can be done by leadership, the details
of the analysis should involve the operational employees so that it enhances their
understanding of the strategic intentions. The same would go for developing strategy, as
the understanding of meeting customer satisfaction and having an edge over competitors
would be cleared to all employees. The execution of towns would be understood in the
context of satisfying both internal and external customers, if not exceeding their

expectations.

If strategy becomes a leadership issue alone without cascading it to lower levels in a
systematic way, then the desire to use projects as a tool to execute strategy may not be
realized. To support this management practice, which enhances stronger management,
Sitd and Bradach (2009, p, 35) argued in their experience of working hard to clarify
their organization’s strategy; they established meaningful metrics with which to assess
progress; and they made it a priority to assemble a balanced team at the top. They also
made a point of engaging the organization to adopt these changes in ways that were
consistent with — and pushed by — the overall vision. It requires strategic leadership and

certain competency levels to operate at that level from a leadership point of view.

The culture of assessing strategy implementation seems to be attached at top leadership,
while the implementers fail due to the lack of processes that determine the ensuring of
implementing strategy through towns.

2.1.2 Metrics for Leadership
Measurements are necessary in order for leadership’s effectiveness and success to be
realized. This aspect includes measuring whether the strategic objectives of the
organization have been implemented as desired. The opportunity to evaluate the
progress made against the metrics is the one way in which an organization can establish

whether it is moving with the times or is simply remaining behind as other public
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organizations progress. This supports the concept of performance, which has become a
challenge to towns due to their nature of servicing stakeholders with diverse interests.

Some of the metrics identified by McLean (2005) are listed below:

+ Think and act as strategic leaders

+ Human capabilities are needed to implement that business strategy effectively.

+ All employees need to recognize that they not only perform a functional role, but
also a strategic role in their organization.

+ A workforce must collaboratively understand and practice its strategy on a daily

basis.

Teams have strategic responsibilities.

A leadership culture.

Share a common vision of its future.

Continuous strategic conversation.

Concisely communicate.

Impact of your behavior on other people and the organization.

- F F F F F F

Strategic mindsets, when cultivated correctly and continuously

In many cases, when employees are asked about what the business strategy is, different
answers emerge. This is a sign that while administrators define strategy and desire to
implement it, the ordinary employee does not possess a similar understanding.

Compounding this within towns is the lack of use of change managers in organizations,
which, in turn, aggravates the lack of knowledge about what component of strategy is
being addressed by a specific organization. This can be enhanced by having a clear
relationship between leadership and business strategy through a change management
process. The literature seems to discuss strategy as if it exists in a vacuum. The
execution of strategy depends on the people and, for this research, particularly
municipality mayors and the relevant stakeholders. While leadership should be driven by
strategy in its daily tasks, the same should be sought for the entire workforce at
operational level for the strategies to be implemented successfully. As towns are

executed to address tasks that complement attainment of strategic objectives, it is

11



essential that the strategy is understood by the leadership at organizational level or else

organizations are executed without any benefit.

The following — clarifying aspirations and business strategy, identifying capabilities t0
implement strategy, assessing those capabilities, making leadership development a key
component, and getting top leadership support — are recommendations from Hughes and

Beatty (2005), who define them as the five steps to leading strategically.

The same concept of having metrics for leadership in order to improve the success
factors is supported by Prabhakar (2005), who argues:

1. Idealized influence indicates whether you hold subordinates’ trust, maintain
their faith and respect, show dedication to them, appeal to their hopes and
dreams, and act as their role model.

2. Inspirational motivation measures the degree to which you provide a vision,
use appropriate symbols and images to help others focus on their work, and try to
make others feel their work is significant.

3. Intellectual stimulation shows the degree to which you encourage others to be
creative in looking at old problems in new ways, create an environment that is
tolerant.

4. Individualized consideration indicates the degree to which you show interest in
others’ well-being, assign projects individually, and pay attention to those who

seem less involved in the group.

The challenge is to apply these metrics in developing countries such as Ethiopia where a
skills shortage is prevalent. At the top of what Prabhakar proposes should be the link
between leadership metrics being married to project metrics of success so as to ascertain
that the organizational strategy and the town execution are intertwined. These should
typically be the cornerstones of leadership at towns that the team members expect from
leadership, as they create an appropriate environment for motivation. The leaders here
require tact to deal with the unexpected, as this is typical with towns where there could

be a change of scope or critical resources resigning. They should assume a change agent
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role, while ensuring that all resources are on top of their game with regard to tasks and

goals.

The challenge to these metrics is that they do not show that they have been constructed
with special attention to issues such as cultural background, personalities, politics,
literacy levels, or economic circumstances, which may result in different metrics when
considered. The impact of such omission may yet be found in terms of the leadership
issue in organizational situations, as the environment brings together different resources,
sometimes across continents, with a variety of different cultures, including work ethics,

to mention a few.

In the same context as with strategy, organizations use processes to describe how
individuals perform their day-to-day activities. Having the leadership success factors as
defined by Prabhakar without strategy embedded in business processes and follow-up
soundness checks is not enough to give confidence that towns are executed according to
the defined strategy, thereby creating a gap between implementation and strategic
objectives. Even if the leadership met the criteria in terms of these definitions, other
factors influence the success of towns, as has just been described. It is important that the
lower levels of employees understand the need for the link in their day-to-day tasks

through processes that make alignment during their design stage.

2.1.3 Leadership Styles
According to Van Wart (2012) leadership styles are clusters of behaviors understood by
followers and leaders. Generally, good leaders have a range of styles that they use. They
are able to adopt a style to the situation or adopt the situation to the style (Van Wart,
2012).

DuBrin (2010) refers to leadership styles as a combination of attitudes and behaviors
which leads to a certain regularity and dealing with group members. Six leadership
styles are referred to: participative leadership; autocratic leadership; the leadership grid;

entrepreneurial leadership; gender difference and choosing the best style.
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Many leadership theories exist in the field of leadership studies. The following literature

summarizes different leadership theories:

A. Fiedler’s contingency theory
Fred E. Fiedler developed a widely researched and cited contingency model that proves
that the best leadership style is determined by the situation in which the leader is
working. DuBrin (2010) explains that Fiedler’s theory categorizes a manager’s

leadership style as relationship-motivated or task-motivated.

According to Daft (2011), Fiedler found a pattern in leadership styles and refers to task-
oriented and relationship-oriented leaders. Daft defines the former as follows: “The task-
oriented leader excels in the highly favorable situation because everyone gets along, the
task is clear, and the leader has power, all that is needed is for someone to take charge

and provide direction.

Similarly, if the situation is highly unfavorable to the leader, a great deal of structure and
task direction is needed. A strong leader defines task structure and can establish
authority over subordinates” (Daft 2011: 76). Daft continues to define the latter as
follows: “The relationship-oriented leader performs better in situations of moderate
favorability because human relations skills are important in achieving high group
performance. In these situations, the leader may be moderately well liked, have some
power, and supervise jobs that contain some ambiguity. A leader with good
interpersonal skills can create a positive atmosphere that will improve relationships,

clarify task structure and establish position power” (Daft 2011:75 76).

In view of Daft, Fiedler’s theory explains the relationship among style, situational
favorability and group task performance. To use Fiedler’s contingency theory, a leader
needs to know whether he or she is engaged in a task-oriented or relationship-oriented

style of leadership.

Murray, Poole & Jones (2005) suggests three important factors: the leader’s position and

the legitimate power in the organization which enables the leader to reward followers
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based on achievement; task structure which concerns how tasks are coordinated within

the group and represents the leader’s authority in the team; member relations.

Fiedler’s contingency theory therefore suggests a leadership style of engaging with

followers but is affected by the degree to which a leader holds power in the organization.

B. The path-goal theory

According to DuBrin (2010), the path-goal theory emphasizes the requirements a leader
must possess to achieve high productivity or performance as well as morale in a given
situation. This theory was developed by “Robert House” (House, 1971 cited in DuBrin,
2010: 139). The path-goal theory specifies that a manager should choose a leadership
style that takes into account the characteristics of the group members and the demands
of the task. The path-goal theory searches for the right fit between leadership and the
situation. This is detailed further by House as follows:

“Directive leadership: letting followers know what is expected; giving directions on
what to do and how; scheduling work to be done; maintaining definite standards of

performance; clarifying the leader’s role in the group;

+ Supportive leadership: doing things to make work more pleasant; treating team
members as equals; being friendly and approachable; showing concern for the
wellbeing of subordinates;

+ Achievements-oriented leadership: setting challenging goals; expecting the
highest levels of performance; emphasizing continuous improvement in
performance; displaying confidence in meeting high standards; and

+ Participative leadership: involving team members in decision-making;
consultation with them and asking for suggestions when making decisions”
(Schermerhorn, 2011: 321).

C. McGregor’s X theory and Y theory
McGregor (1960) identified two separate sets of assumptions that managers, in general,
have about their employees. Theory-X is an authoritarian management style and

assumes that most people dislike work. Employees must be controlled and threatened
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with punishment to get the work done and managers deal with employees who lack
ambition (McGregor, 1960). Whereas Theory-Y accepts the management style as being
participatory and finds work to be a source of satisfaction, employees own their
motivation, exercise self-control, and have self-direction, creativity in pursuit of

individual and share goals (McGregor, 1960).

Miller (2009) refers to McGregor’s theory as conceptualizing employees as individuals
characterized by needs for attention, social interaction and individual achievement.
Theory X and Theory Y are two leadership styles which are appropriate for different
types of organizations. According to Rowitz (2014), “Theory X is more suitable for an
organization in which the employees do not like their work situation and will avoid work
whenever possible. In this case the employees have to be forced, controlled, or
reprimanded in order for the organization to meet its goals and objectives”. Theory X
perceptions are negative which include perceiving that people are lazy, dislike work and
require close supervision. Rowitz (2014) further describes Theory Y as being
appropriate for an organization where employees like their jobs because they accept the
organizations’ goals and objectives. These employees are self-directed and want to take
on more responsibility. Theory Y leaders believe employees are positive, seek

responsibility and can work without supervision.

Thus, we can say that Theory X presents a negative view of employees’ nature and
behavior at work, while Theory Y presents a positive view of the employees’ nature and
behavior at work. From the literature, Theory X encourages use of tight control and
supervision and implies that employees are reluctant to organizational changes. Theory
Y implies that the managers should create and encourage a work environment which
provides opportunities to employees to take be resourceful and self-direction.

D. The leadership grid of Blake & Mouton
Robert Blake and Jane Mouton developed a leadership grid in 1964. The Blake &
Mouton (1964) model of leadership provides an outline of leadership styles. According
to Amos, Ristow, Ristow & Pearse (2008), this model is based on two major concerns,

namely production and people: “Production concerns focus on accomplishing an
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assignment task or attaining desired results, while people concerns address the needs,
morale, and capabilities of the individual employee” (Amos et al. 2008: 203). Nel,
Werner, Haasbroek, Poisal, Sono & Schultz (2008) agree that the Blake & Mouton
leadership grid compares different leadership styles by taking concern with production.
Furthermore, according to Mills, Helms Forshaw & Bratton (2007), Blake & Mouton’s
leadership grid describes a way of plotting leadership behaviors, for example a leader
who shows concern towards people and a leader who only shows concern towards

production.

The managerial grid is based on a behavioral theory with five different types of styles.
According to Miner (2002) this model identifies five different leadership styles based on
the concern for people and the concern for production. Miner (2002) describes the
leadership styles as: impoverished management associated is associated with neither
commitment to the work environment nor to be appreciated by the people; social
management refers to placing high value on personal relationships; organizational
management aims for security through compromise and being part of a team; team
management refers to being involved, participative and prioritizing creativity and

welcoming new ideas (Miner, 2002).

The Blake & Mouton Grid is understood to be concerned with the degree to which a
leader considers the needs of team members and considers the concern for emphasizing
objectives and organizational efficiency when accomplishing a task. When applying this
theory, the first step is to identify the suitable leadership style, to identify areas of
improvement and to develop leadership skills. The leadership grid of Blake & Mouton

focuses on two leadership behaviors, namely task and relationship behaviors.

E. The situational leadership theory of Hersey & Blanchard
Hersey & Blanchard developed a theory in 1982 that proposed the following: “A leader
should adjust his or her style to the maturity or readiness level of employees” (Nel et al.,
2008: 362). According to Nel et al. (2008), Hersey & Blanchard’s situational leadership
theory states that the leader must firstly determine his subordinates’ maturity levels,

particularly with regard to the tasks that are carried out. The more developed the
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subordinates are in the tasks; the more the activities must be reduced. The model

illustrates that the leadership style is dependent on the situation.

In contrast to Fiedler’s view that a leadership style is hard to change, Hersey
Blanchard’s situational leadership model suggest that successful leaders do adjust their

leadership styles based on follower readiness to perform in a given situation.

When applying the Hersey & Blanchard situational leadership model, the leadership
style depends on each individual situation and no single leadership style can be
considered the best. For Hersey & Blanchard, tasks are different and each type of task
requires a different leadership style. A good leader will be able to adapt her or his
leadership to the goals or objectives to be accomplished. Not only is the leadership style
important for a successful leader-led situation, but the ability or maturity of those being
led is a critical factor as well. Goal setting, capacity to assume responsibility, education

and experience are the main factors that make a leader successful.

F. Transformational theory
Burns (1978: 19-20) defined transformational leadership as a process where leaders and
followers engage in a mutual process of raising one another to higher levels of morality
and motivation. Burns’ (1978) view is that transformational leadership is more effective
than transactional leadership, where the demand is for more selfish concerns. This
demand for social values thus encourages people to collaborate, rather than working as
individuals. He also views transformational leadership as an ongoing process rather than

the discrete exchanges of the transactional approach.

Furthermore, DuBrin (2010) defines transformational leadership as a focus on what the
leader accomplishes, his personal characteristics and his relationship with group
members. This theory suggests that a leader brings about major positive change. The
transformation theory identifies the need to transform organizations from a level of low
performance to a level of acceptable performance. In practice this theory focuses on the

process of changing an organization by focusing on the leader’s role.
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DuBrin (2010) highlights key elements such as: “Raising people’s awareness; helping
people look beyond self-interest; helping people search for fulfilment; helping people
understand the need for change; investing managers with a sense urgency; committing to
greatness; adopting a long-range perspective and at the same time observing
organizational issues from a broad rather than a narrow perspective; building trust;

concentrating resources on areas that need the most change” (DuBrin 2010: 85-86).

Transformational leadership is viewed as charismatic and idealized influence.
Charismatic leaders represent a strong character to influence subordinates with a high
moral and ethical behavior (Winkler, 2010).

“Transformational Leadership starts with the development of a vision, a view of the
future that will excite and convert potential followers. The transformational leadership
theory believes that leaders are people centered; create a vision, nurture trust and

innovation.

G. Transactional leadership theory
Transactional leadership has key characteristics, according to Andriopoulos & Dawson
(2009) leaders use rewards to motivate employees and only take corrective action when
followers fail to complete a task. Transactional leaders also provide guidance by

clarifying roles and setting task requirements.

These leadership theories retain different focal areas determined by individual beliefs.
Fiedler’s theory emphasizes that the leadership style is determined by the situation a
manager is exposed to. Arguably leaders have personality traits that contribute to
leadership effectiveness as long as it suits the situation. The path-goal theory, however,
focuses on the characteristics of the group members and their tasks. McGregor’s X
theory and Y theory differentiate between negative and positive behavior of employees
to determine the leadership style. Blake & Mouton’s theory is more concerned with
reaching objectives whereas Hersey & Blanchard’s theory uses the measurement of
employee maturity of the work to determine the volume of tasks that must be given to

employees.
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Leadership is also conceptualized as either transactional or transformational.
Transactional leaders are those who lead through social change whereas
transformational leaders are those who inspire followers to achieve extraordinary
outcomes and develop their own leadership potential. The transactional leader allocates
work to a subordinate. The subordinate is considered to be fully responsible for it,
whether or not they have the resources or capability to carry out the work. When things
go wrong, the subordinate is considered to be personally at fault and is punished for their
failure (just as they are rewarded for succeeding). The transformational theory is based
on a theory according to which leaders are those who inspire followers. Leaders do this
by responding to individual goals and by empowering followers and aligning the

objectives of their followers, themselves, the group and the organization.

All above mentioned attributes refers the leadership to have an innovative approach in
there, thinking, decisions and strategies. It can be assumed from the discussion that the
leadership with innovative and visionary approach along with other characteristics can
prove more beneficial for organizations, for the purpose of success, development and
sustainability (Gesell 2010).

By summarizing the debate, though the researcher stick with a claim that the qualities of
appropriate vision and innovative approach may lead a leader to be more effective and
capable to run an organizational and better cope with leadership of public organizational
matters, but we also agree that there are other qualities of leadership which can play an

important role in dealing with leadership of public organizational matters.

The literature read and explored on the topic also mentions that there are the other
importance qualifications and factors for leadership which are prominent. Moreover the
implication of environmental, social, financial, and unexpected situations can’t be
denied while taking big decisions or initiating the process of change for public

organizational leadership.
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2.1.4 History of the Theory of Leadership

As one looks at the theories of leadership, a comprehensive understanding of the history

of the theory of leadership can also assist in contextualizing the accuracy and relevance

of these theories in relation to public organization challenges and prospects. The theories

seem to have been developed as academics tried to find what constituted a leader. In the

midst of variations, this dilemma of leadership is still being debated today. What has

compounded this leadership issue is the realization of its masculine definition. In the

process of challenging theories of leadership in view of their lack of comprehensiveness,

some generalization has emerged, such as that by Irby, Brown, Duffy, and Trautman
(2002, p. 305), where they argue:

+*

“Great men” leadership models excluded the female experience in theory
development.

Theory development was limited to males, as corporate leadership positions were
exclusively to males.

Male-dominated agencies and/or corporations sponsored many of the studies
which led to leadership theories: military; Xerox Corporation;

Sexist language was present, as a leader/manager was defined in male terms
(“he,” “his,” “fine fellow™).

Females, when mentioned, were not expected to have the same career aspirations
as males. Further females were expected to behave like men. If females did not
produce the same results as males, their results were simply ignored.

While some of the theories advocated democratic leadership styles, the theories
themselves were undemocratic because only one gender was represented in the
theory development.

Several theories opposed paternalism as a leadership style, yet they affirmed it in
gender-biased descriptions of leaders.

Some of the theories recognized the need for participative, democratic,
employee-friendly, and consensus building approach to leadership; however,
when these models were not present, theorists did not consider this absence as
attributable to the fact that female leaders were not included in the theory

development.

21



+ The theories were generalized to both males and females, even though they did
not take into account the female experience or significantly include females in

the sample population for development.

The generalization above shows the lack of diligence in the way the theories have been
developed. This generalization has led them to conclude that the current theories do not
promote gender equity, are irrelevant to the female situation, are a perpetuation of
barriers against women, stereotype females, and marginalize them. The other thinking
about theories is that they negate the subjective realities of an individual leader. The
theories ignore process and are prescriptive by ignoring the life experiences of
individuals, their values, and their emotions (Turner & Mavin, 2008). Theory
development has not taken the difference in individuals into account; theories have
relied on management ideas and past theories of management (Fairholm, 2004). They
use traits defined from a male perspective, charisma (which is equality disputed due to
its limitations such as its link to legitimacy and the modern world), situational factors of
individuals, and circumstances of individuals (Paul, Costley, Howell & Dorfman, 2002).

Having observed the history of theories of leadership, it follows that the concept of
theories of leadership has not yet been benchmarked due to its flows. This leaves public
organizations in Gurage Zone with a problem of identifying the kind of strategic leader
that is required in order to deal with the challenges currently faced by these
organizations due to the leadership factor. Understanding the difference between
leadership and management can help, as the two components complement each other in

a public organization.

2.1.5 Management versus Leadership
This is a subject that sometimes results in emotional debate, as the older employees, if at
leadership level, are by default assumed to be more inclined to rigidity tendencies, while
the younger employees are regarded as dynamic and accepting of change and

innovation.

However, there have been common tendencies among managers and leaders to behave in

certain prescribed ways, such as managers being rigid and resisting change, as Schein,
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cited in Latchen and Hanna (2001, p. 53), argues: “The significant difference between
leaders and managers is that the former create and change cultures, while the latter live
with them and work for acceptable compromise.” This point is supported by Zaleznik,
cited in Latchen and Hanna (2001, p. 53), who argues: “Managers hold the view, ‘if it
isn’t broken do not fix it.” Whereas leaders understand that, ‘when it ain’t broke may be
the only time to fix it.” ” There is no evidence in Gurage Zone to suggest that this
distinction is understood, and it is leaders who are leading organizations, hence the
difficulties the organizations are experiencing in terms of the strategic leadership gap.
There has not been appropriate leadership prepared to lead organizations or to lead the
organization, for that matter, and this remains a challenge for the organization in terms

of organizational change and in municipalities, in particular.

With the current changes in technology, political landscape, and world economy,
including Ethiopia’s own democratic change, what kind of leadership is, therefore,
required in the Public organizations? Perhaps those with clear vision can take risks and
motivate their employees to want to do better. It is leaders and not managers who create
the appropriate environment conducive to the needs of Ethiopia with its current
challenges, and this applies to towns, too. This conclusion is supported by Latchen and

Hanna (2001, p. 53), who argue:

Leaders are the living example of the idea that mental attitude dictates performance.
They create visions of exactly what they want to achieve, believe that they will succeed
and often “see” the steps to realizing their goals. Leaders are also people who have the
capacity to motivate and inspire others to think beyond their current frameworks to what
is desirable, necessary and possible. They inject spirit and energy, creating optimal
environments for innovation, quality and enterprise. They change mindsets and
practices and gain collaboration and commitment, even in environments initially

characterized by low trust and low morale. They redefine and reform organizations.

There should perhaps be another study to find out what qualities and characteristics are
required for someone to manage a towns and whether it is true that both are needed in a
town. If the traditional approach to management prevails in public organizations, it

could mean that the crop of the organization leader may not be the right one for the role
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of managing in such dynamic environments. Another view of management is that it
deals with current aspects, making it reactive “firefighting”. This is common in
POGZCA. The current prevailing firefighting mode could be a result of lack of vision
and leadership in the Gurage Zone, which has contributed to an endless firefighting
mode. Leadership has a vision of what needs to be done in future, hence making it

proactive. This assessment is supported by Kotter (1996, p. 25), who argues:

Management is a set of processes that can keep a complicated system of people and
technology running smoothly. The most important aspects of management include
planning, budgeting, organizing, staffing, controlling, and problem solving. Leadership
is a set of processes that creates organizations in the first place or adapts them

significantly to changing circumstances.

Leadership defines what the future should look like, aligns people with that vision, and
inspires them to make it happen despite obstacles.

Management leadership

¢ Planning and budgeting: e Establishing direction:
Establishing detailed steps and timetables | Developing a vision of the future — often
for achieving needed results, then the distant future — and the strategies for

allocating the resources necessary to make | producing the changes needed to

it happen. achieve that vision.
¢ Organizing and staffing: e Aligning people:
Establishing some structure for Communicating direction in words and

accomplishing plan requirements, staffing | deeds to all of those whose cooperation
that structure with individuals, delegating | may be needed so as to influence the
responsibility and authority for carrying creation of teams and coalitions that
out the plan, providing policies and understand the vision and strategies and
procedures to help guide people, and accept their validity.

creating methods or systems to monitor

implementation.

24



Management leadership

e Controlling and problem solving: e Motivating and inspiring:
Monitoring results, identifying deviations | Energizing people to overcome major
from plan, then planning and organizing political, bureaucratic, and resource
to solve these problems. barriers to change by satisfying basic,

but often unfulfilled, human needs.

Source: Kotter (1996, p. 26).

In fact, the meaning of leadership varies from institution to institution. Study of the
literature related to management and literature characterizes leadership as collective,
purposeful, causative, morally suggestive, transformational in perspective and diverse in
existence. Numerous explanations, classifications, theories and definitions about

leadership, exist in the contemporary literature (Buchanan, Fitzgerald & Ketley, 2007).
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Source: Lusthaus et al. (2002).
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2.2 Empirical Findings

Over the past 30 years, researchers have tried to establish the link between these two
concepts. Scholars have used different conceptualizations of the independent variable,
such as transactional, transformational, and laissez-faire leadership, and/or have
included several related concepts such as trust in leadership, leader-member exchange,
and leadership structure. In terms of the dependent variable, we also find a variety of
relevant outcomes that have been studied, such as organizational citizenship behavior,
employee attitudes, and performance measured using different criteria on different levels
of analysis. Also, the relationship between leadership and public organization
performance has been studied in different organizational, sectorial, and national

contexts.

The abundance and conceptual variety of empirical studies into the relationship between
leadership and performance raises the question where to start when you want to provide
a comprehensive and concise overview of the state of the art. To tackle this problem, we
rely on five meta-analyses that have been published on the relationship between
leadership and organizational performance: Fuller et al. (2000), DeGroot et al. (2000),
Dumdum et al. (2002), Judge and Piccolo (2004), and Wang et al. (2011).

The criterion for selecting relevant meta-analyses was that these should include
leadership and organizational performance as well as the relationship between the two.
According to Wang et al. (2011) the five meta-analyses presented here represent a
complete list of relevant studies. As such, these provide an excellent overview of this
field of study, not only at present, but also over the past twenty years. Meta-analyses
typically provide an understanding of the generalizability of findings of individual
studies. The discussion of the successive meta-analyses shows which issues were topical
at a particular point in time and give an overview of the most important empirical

findings. In doing so, it is highlighted how the field has matured over the past decades.
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In 2000, DeGroot et al 2000 conducted a meta-analysis including charismatic leadership
as an independent variable. DeGroot and colleagues included a range of outcome
variables: leadership effectiveness, subordinate performance, subordinate satisfaction,
subordinate effort and subordinate commitment. The former two were also included in
the meta-analysis of Fuller et al. The moderators included in this study were common
method variance and level of analysis. DeGroot et al. used 36 samples in their analysis.
An important finding is that the relationship between charismatic leadership and
subordinate performance is weaker when the latter is measured at the individual level
(mean correlation of .31), compared to subordinate performance on the group level
(mean correlation of .49). Furthermore, the study advises researchers to avoid common
source bias and apply measures of leadership and performance from independent

sources.

In 2002, Dumdum and colleagues performed a meta-analysis including transformational,
transactional and laissez-faire leadership as independent variables and performance
effectiveness and satisfaction as dependent variables. Organizational type (public versus
private) was included as a moderator. Because the two studies overlap significantly, we
report only the results of the later study. The results show that transformational and
transactional leadership are both positively and significantly related to the
effectiveness/satisfaction criteria. The corrected coefficient are .46 and .20 respectively.
Laissez-faire leadership was also significantly related to the effectiveness/satisfaction
criteria, but in the opposite direction. The corrected coefficient was -.38. When
decomposing the effectiveness/satisfaction criteria, the authors show that satisfaction is
more strongly related to transformational and laissez-faire leadership, compared to
effectiveness.

For transactional leadership they found the opposite: effectiveness is slightly stronger
related to this type of leadership compared to satisfaction. Regarding the difference
between public and private organizations, Dumdum et al. found mixed results. The
relationship between transformational leadership and the effectiveness/satisfaction

criteria is stronger in the public than in the private sector. This also holds for laissez-
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faire leadership, but the difference between the coefficients is much smaller. No data

were available for transactional leadership in the private sector.

Another 2002 study by Judge and Piccolo focused on the effects of transformational and
transactional leadership on follower leader satisfaction, follower job satisfaction,
follower motivation, rated leader effectiveness, leader job performance, and group or
organization performance. The latter is of particular interest for this contribution. Like
Dumdum et al. (2002), Judge and Piccolo hypothesize that transformational and
transactional (contingent reward) leadership shows a positive relationship with group or
organizational performance. Moreover, they expect that transformational leadership
predicts the outcome variables controlling for the leadership. As expected, both
transformational (mean correlation of .26) and contingent reward leadership (mean
correlation of .16) has a positive relationship with all dependent variables, including
group or organizational performance. The differences between the effects of
transformational and contingent reward leadership on group or organizational

performance were not significant.

The most recent study by Wang et al. (2011) is based on 117 independent samples. The
main independent variable in their meta-analysis is transformational leadership. The
dependent variable is performance on three levels of analysis: individual, team, and
organization. Wang et al. not only distinguish various levels of analysis, they also
include three types of performance: task performance, contextual performance, and
creative performance. Overall, they find support for their hypotheses that
transformational leadership is positively and significantly related to individual, team and
organizational performance. More specifically, they found that the relationship between
transformational leadership and individual performance is stronger for contextual
performance compared to task performance. They showed that transformational
leadership has the strongest relationship with team-level performance (mean correlation
of 0.33) and the weakest relationship with individual-level performance (mean
correlation of 0.25). The mean correlation of the relationship between transformational

leadership and organizational-level performance is 0.27.
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Additionally, Wang et al. looked at evidence for the augmentation effect. That is,
whether or not transformational leadership adds explained variance above and beyond
transactional leadership. They found evidence for such an effect for individual-level and

team-level performance.

Overall, the meta-analyses presented above show very consistent results. Without any
exception the results show a positive relationship between leadership and performance.
More precisely, the first two studies by DeGroot et al. (2000) focus on the prospects of
one dimension of transformational leadership (i.e. charismatic leadership) on
performance outcomes. Both studies find a positive effect. Dumdum et al. (2002) and
Judge and Piccolo (2002) analyzed the effect of transformational and transactional

leadership on performance outcomes and also found a positive effect.

Dumdum et al. found a negative effect of laissez-faire leadership on performance
effectiveness. Wang et al. (2011) studied the effect of transformational leadership on
individual-level, team-level, and organizational-level performance. They found that
transformational leadership has a significant relationship with all performance measures,
and that the relationship with team-level performance is the strongest (compare DeGroot
et al., 2000). Furthermore, Wang et al. found support for the augmentation effect (see
also Judge and Piccolo, 2002). However, it should be noticed that the strength of the
correlations varies considerably between these five studies. Drawing from the analyses,
we can also conclude that the following variables are important go-betweens in the

leadership-performance relationship:

+ Type of performance measure (objective versus subjective),
+ Type of research design (multi-rater or not),
+ Context (public versus private, sector) and

+ Level of analysis.

Overall, the conclusion that can be drawn from these meta-analyses is that leadership

matters for organizational performance.
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2.3 Conceptual Frame work

Based on the reviewed literatures, organizational capacity factors, staff development
practices and external environment variables are considered as factors affecting public
organizational leadership which form the basis for this task. The selected framework
was adapted from the study conducted by Odhiambo, (2015). Most of the findings of the
reviewed literatures show consistency that public organizational leadership factors have

a great effect on public organizational leadership.

In this study, public organizational leadership is the dependent variable and the
independent variables are organizational capacity, organizational staff development and
external environment variables. This study intended to examine the effect of the three
variables on public organizational leadership. The three factors considered to have effect
on public organizational leadership are organizational capacity, organizational staff

development practices, and external environment variables.

Organizational Capacity

It is the ability of an organization to use its resources to perform. If the organization
itself is the unit of analysis, all of the resources, systems and processes that
organizations develop to support them in their work can be assessed. An examination of
the systems and management practices associated with human, financial and
infrastructure resources helps provide insight into the use of organizational resources
(Lusthaus et al., 2002).

Organizational Staff Development

It represents the underlying personality of the organization. It is what drives the
members of the organization to perform. One dimension examined is organizational
evolution and history that is, how and why the organization got started, what its
milestones are, and so forth. In a similar way, the assessment framework explores the
organization’s mission, values and vision in order to understand the driving forces
behind it. The culture operating within an organization, and the incentives it offers,

contribute to organizational staff development. Taken together, these factors give the
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organization its personality and affect its leadership and quality of work (Lusthaus et al.,

2002).

External Environment

Organizations are open systems, and the external environment in which they operate is
very important. Organizations need support from their environment if they are to survive
and perform well. The environment is the key factor in determining the level of
available resources and the ease with which an organization can carry out its activities.
For example, poor macroeconomic policies lead to high interest rates, fluctuating
currencies, and a host of conditions that make it difficult for some organizations to
perform well. The characteristics and quality of the environment such as poor
infrastructure in terms of roads, electricity and phone lines can also hinder performance.
Thus, in assessing an organization, attention must be paid to economic, political, socio-

cultural, environmental, demographic and technological conditions (Lusthaus et al.,

2002).

Organizational
Capacity

Organizational Staff
Development

: i Public Organizational
: | Leadership

External
Environments

Source: Lusthaus et al. (2002).

Various challenges are experienced in organizational leadership as a result of the
internal and external influences, relationships and tasks, which the leadership of the
organization has to deal with. These challenges have an effect on the roles that the
leadership has to perform. Due to the complexity of leadership challenges in the twenty-

first century, leadership roles that are aimed at problem-solving, foresight, critical
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thinking and dealing with complex challenges are required. These leadership roles

inform the leadership skills required to deal with the challenges.

It is essential that emphasis be placed on the development of leadership skills.
Leadership development processes are needed to develop the leadership skills, so as to
effectively execute leadership roles in the municipalities of Gurage zone. The alignment
of leadership development initiatives to the vision, goals and operations of the

organization is, however, often neglected.

Leadership development initiatives are furthermore frequently planned without
consideration of the appropriate leadership theory. Leadership development should be
rooted in appropriate leadership theory as a basis for planning and designing leadership
development experiences that are aimed at assisting the leaders to deal with complex
challenges, fulfill leadership roles, and to grow and develop leadership skills congruent

to the leadership roles required.

The framework therefore places leadership challenges in the public organizational
leadership system at the center of the framework from which relevant leadership roles,
skills, development processes and theories need to be derived to empower the leadership
in complex organizations to deal with the challenges experienced. The framework
challenges the adaption of traditional leadership theories, skills and roles in the light of
the complexity of the leadership task in the current era. The framework further seeks to
highlight that there needs to be a corresponding match and flow between the building
blocks in this leadership framework for the purpose of organizational performance

(Allan Rosenbaum and Arne Svensson, 2002,)

CHAPTER THREE
METHODOLOGY

3. Introduction

Methodology is the part of research that shows the ways and approaches of collecting
the data. The choice of going the way of a quantitative and qualitative approach in the

context of this research gives the opportunity to obtain answers that are free from
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objectivity and allows the researcher to comprehend the responses by examining follow-

up questions.

The research method of the study is mixed methods research that combines both
quantitative and qualitative methods. However, quantitative and qualitative approaches
have their own individual procedure, approach, reasoning and argument. The
goal of the researcher in qualitative approach is to develop theoretical concepts and

patterns from observed data.

The information is gathered through the natural setting of respondents, making it rich.
The approach allows for patterns to be created and develops theory that help the research
in establishing any similarities in the way LEADS in POGZCA are executed as well as
allowing for an understanding of the factors that impede towns’ execution in these

organizations from the perspective of the respondents.

This view is supported by Ritchie and Lewis (2003, p. 3), who argue: “In particular,
there is a fairly wide consensus that qualitative research is a naturalistic, informative
approach concerned with understanding the meanings which people attach to
phenomena (actions, decisions, beliefs, values, etc.) within their social worlds.” This
study used the qualitative approach, as it is a support for quantitated results, more
focused on understanding context and deals with a subject that is vaguely understood,
sensitive issues, and a deeply rooted public organization culture and requires a specific
group of people that has been passionately involved in towns (Ritchie & Lewis, 2003).

3.1Descriptions of the Study Area

The study area of this search is confined to the Gurage Zone specifically, Wolkite City
located at 155 km away and Butajira City which is located at 109 km away from the
capital of Ethiopia, Addis Ababa. The City Administrations are located at Sothern,
Nations, Nationalities, and Peoples' Regional State (SNNP), Gurage Zone, which have

only two city administrations. Butajira is located at 68 km Eastern of Wolkite.

The Zonal Administrative center is at Wolkite of its city administration so that one of

the study areas is located at the Zonal Administration. Wolkite City has a latitude and
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longitude of 8°17°N and 37°47’E and an elevation between 1910 and 1935 meters above
sea level. On the other hand the other study area Butajira City has a latitude and
longitude of 87°0.012”N and 38°22°0.120”E and an elevation between 1935 and 2120

meters above sea level.

Based on the 2007 Census conducted by the Central Statistical Agency, Wolkite and
Butajira Cities have a total population of 28, 866 and 30507 respectively. The Zonal
Administration has 803 kilometers of all-weather roads and 381 kilometers of dry-
weather roads with an average road density of 184 kilometers per 1000 square

kilometers (Gurage Zone Socioeconomic Profile, 2018).
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3.2 Research Design

In this study the researcher applied a descriptive assessment research design. Descriptive
assessment research design is the most common design within the social sciences
research because descriptive research is concerned with describing the current

characteristics of a particular individual, or of a group, studies concerned with specific

34



predictions, with narration of facts and characteristics concerning that individual, group
or situation (Kothari, 2004).

The study employed descriptive survey design to exhibit the challenges and prospects of
LEADS POGZCA. This design is appropriate for this study since the research sought to
describe and infer the result to the characteristics of respondents in POGZCA. A survey
was administered to a selected sample from the target population which was identified
by the researcher. A survey was used to collect original data for describing a population
which is too large to observe directly. A survey obtains information from a sample by
means of self-report, which was participants’ response to a series of questions posed by

the researcher.

Furthermore, the method was assumed to enable the researcher to found out the
solutions for the existing problems. It was concerned with conditions or relationships
that exist, opinions that were held, process that were going on, effects that were evident

or trends that were developing.

3.3 Sources and Type of Data
The researcher employed primary source of data in which the primary source of data are
collected through questionnaires and unstructured interviews data sources, which is

termed as triangulation or dual methodology.

Data are collected from the selected sectors of the municipalities’ employees and, with
mayors of the administration. A few reference was made by those data which are

gathered through the organization’s profile or recorded documents since 2012.

3.4 Sampling Design
3.4.1 Target population

The population of this study is a total employee of 27 fold public organizations
established in each municipality. There are 297 employees working in the public

organizations of the municipalities.
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3.4.2 Sampling Technique
Multi-stage cluster sampling technique is employed as the drawing of a sample from
such types of geographically dispersed populations (Wolkite & Butajira) is reasonable to
get an appropriate sampling method for selecting representatives’ sample of employees
in two municipalities of the Gurage Zone.

The clustering in this study is based on the type of public sector which is classified as
economic, social and political sector. Then, the population of each cluster is sampled
randomly to provide a random sampling which is logically feasible in providing
effective sample for this study (Greener 2008).

Table 2: Number of employees working in public organizations in the municipalities and

the sample size taken for this study

Categories of No. of fold Total No. of Sample size
No. Public Sectors in Number of interviewed using the

Organization the Category employees administrators  formula

1 Economic Sectors 20 130 4 74
2 Social Sectors 24 110 4 63
3 Political Sectors 10 57 2 33
Total 54 297 10 170

Source: Own survey (2019)

3.4.3 Sample Size Determination
As to the sample size determination, from different methods, the formula which was
developed by Carvalho (1984) is used. This formula enables to get relatively large
amount of sample size in relatively small population as cited by Tamrat (2007).

Using the Carvalho’s formula, the sample size was carried out as follows:
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__ N
1+N (e2)

Where;

n = Sample size

N = Population

e = Error Rate (0.05)

Hence; the sample size for the population of this study can be calculated as:

n= 297
1+ 297(0.05)°

= 297
1 + 297(0.0025)

= 297
1+0.7425

= 297
1.7425
= 170.044476

= 170

Accordingly, the sample size for this study is 170 employees.

3.5 Data Collection Methods

Both qualitative and quantitative data are collected. Data are collected through the use of
questionnaires for those 170 respondents and unstructured interviews for those 10
administrators, 4 from economic cluster, 4 from social clusters and 2 from political

clustered sectors of the municipalities of POGZCA.

Permission to conduct questionnaires was required from the Mayors of both
municipalities. Once clearance had been obtained, the approach taken was to identify the

areas in which organizations were executed, together with the names of the executives
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who would give direction in terms of identifying the rest of the potential respondents at
the operational levels. Once the respondents had been identified, questionnaires was
established and an every inquiries given regarding the reasons behind the research and
the permission that had been granted.

3.6 Reliability

Joppe (2000) defines reliability as the extent to which results are consistent over time
and an accurate representation of the total population under study is referred to
as reliability and if the results of a study can be reproduced under a similar

methodology, then the research instrument is considered to be reliable.

In this case, before the prepared instrument used or sent to the respondents, it was tested
to check their usefulness and whether it will really meet the intended objectives. Pre
testing of the instruments was done by selecting few respondents from the specified
municipalities and give them questionnaires to check their response before sending to

the respondents for data gathering.

Prior to the actual data collection the researcher has conducted a reliability test on 30
employees of the selected public sectors to measure the internal consistency of the
instruments. Kothari (2004) asserts that one of the major requirements of any research
process is the consistence of the data and the results of the research finding. A
measuring instrument is reliable if it provides consistent results (Creswell, 2014).
Cronbach alpha test was employed to assess the reliability of this study. Saad et al.
(1999) cited in Habtamu Gebeyehu (2017) proposes the following interpretations: 0.90
or higher as excellent, 0.80 to 0.89 = good, 0.70 to 0.79 = adequate and 0.69 and below
= may have limited applicability. In this research, the reliability tests of the variables
interpreted following Saad et al. (1999). The overall Cronbachs’ alpha value of the study
was is 0.798 (about 8) as shown in Table 3, which indicates that there was good internal
consistency based on Saad et al. (1999).
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Sq.

No Variables Number of Items Cronbach’s Alpha
1 Organizational Capacity 12 0.789
) Organizational Staff 5 0.732
Development
3 Ext(_ernal Environmental 7 0.743
Variables
4 Public Organizational 3 0.72

Leadership

Source: SPSS Output (2019)

As table 3 above shows, the total number of complete response received was 170
sample populations. As also the above table indicates all variables Cronbach’s alpha test

result shows to be larger than 0.7 which is known to be satisfactory.

3.7 Validity

Validity determines whether the research truly measures that which it was intended to
measure or how truthful the research results are. In other words, does the research
instrument allow you to hit "the bull’s eye" of your research object? Researchers
generally determine validity by asking a series of questions, and will often look for the

answers in the research of others. Wainer and Braun (1998).

For this study the validity of data gathering instruments that are questionnaires are
developed based on the objective of the study, and the extent to which these tools intend
to measure, are rechecked and commented by the research advisers before distributing
the final questionnaires items to the respondents. Thus, the validity of data gathering
tools hold if > 95% of the respondents feed the desired data regarding the challenge and

prospects of leadership in public organizations.
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3.8 Data Analyses Methods

Both descriptive and inferential analyses were carried out. The former constituted
frequencies, means and percentages. On the other hand, inferential analysis was in form
of Pearson’s correlation coefficient, regression and analysis of variance. Correlation
analysis was used to assess the significance of the relationship of leadership and the
three independent variables namely organizational capacity, external environmental

variables and organizational staff development programs.

In addition the interview results analyzed for triangulation of the questionnaire. Data
was analyzed using Statistical Package for Social Sciences (SPSS V-20).

3.9 Ethical Consideration

According to Fox and Bayat (2013: 148), ethical considerations defined as “conforming
to the standards of conduct of a given profession or group”. The central ethical demands
in research particularly in social research, as Graziano and Raulin (2005: 142) pointed,
participants should have reasonable knowledge about the study in which they participate
and must be protected from harm, should be able to give informed consent, and should
be free to refuse or withdraw at any time.

Approval and permission letter was granted from Wolkite University. Ethical principles
of voluntary participations and confidentiality are kept throughout the study. In doing so,
the researcher ensured that no one harmed or suffered by adverse consequences from the

research activities.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSION

4. Introduction

In this chapter, the main findings of the study are presented. The findings of the study
are also discussed based on the findings of similar studies. A total of 170 questionaries’
were completed properly being the main source of data collection and 10 administrators
including the mayors of the two municipalities were interviewed to support the findings
which were found in the form of descriptive and inferential statistics such as Pearson
correlation and multiple linear regression analyses. The analysis and results therefore,

based on the responses obtained from the respondents’ are discussed as follows:

4.1 Demographic Characteristics of the Respondents

4.1.1Gender Status of the Respondents

While the research did not focus precisely on gender equity, the findings reflect that the
sample is inclined towards males. These public organizations are dominated by males at
senior level, with females occupying lower positions within the organization. The
number of females as a percentage of the total sample was almost 24.7%. This number
is, indeed, a reflection of the male-controlled society that is still dominant in the
municipalities. As shown in the table 3 below about 74% of the workers are male.
Hence, the number of women employees is less which may be due to their engagement
in domestic household tasks.

The demographic profile of the respondents such as age, education level and work

experience is presented in Table 3 below.
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No. Characteristics

Male

1 Sex(Gender) Female
Total
20-30
31-40
>41
Total

2 Age

Work Less than a year
_ _ Between 1-5 year
Experience In

3 Between 5-10 years

the
Above 10 years

organization
g Total

Source: Own survey (2019)

Age

Frequency

126
44
170
104
48
18
170

30
32
75

33
170

Percent

74
26
100
61.2
28.2
11
100

17.6
18.8
44.1

194
100

About 89.4% of the work force in the public organizations is aged less than 40. This

implies that the organizations mainly pay for young people.

Work Experience

The table above shows 63% of among the respondents in the corresponding

organizations worked above 5 years. So that in the course of assessment the ability of

getting relevance information regarding their organization believed to be consistent.

Educational Level
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Most of the respondent’s (93%) of them of which (32%) have attended university
education attended a college education and the remaining 3% earning primary and
formal education as shown in fig.4 below. This shows that most of the employees are
qualified, as most of the respondents are educated, and it is possible to say that their
understanding is virtuous for the challenges and prospects affecting their respective

public organizational leadership.

Level of Education of Respondents

College 65

High School

Primary School

Formal Education

20 40

Level of Education

Source: SPSS Output (2019)

Figure 4: Frequency distribution of the respondent’s level of education

Position

Most of the respondents (51%) are non-managerial employees working the public
organizations followed by the line managers and the head (26%) and (21%) respectively
as shown in the fig.5 below. The employees other than the three are only 2%. In this
case it would be logical to say that the respondents are skilled to their understanding of

the challenges and prospects of the public organizations.
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Figure 5: Respondents position in the organization

What is your position in your organization?

B Head

HELine Manager
Oordinary Employee
W Cihers

Source: SPSS Output (2019)

4.2 Descriptive Statistics

4.2.1 Dependent Variables versus Independent Variables
As shown table 4 below the mean score value and standard deviation of the respondents
are above 4 & 0.5 respectively, showing that most of the respondents strongly agree on
the issues of public organizational leadership factors namely, the capacity, staff

development practice and external environment variables.

Table 4 below shows that the mean score value and standard deviation of (SD) is
4.5118, 0.54832, which implies most of the respondents strongly agree that the extent of
staff development practices influence the leadership of organization.

The mean and standard deviation of independent variable capacity (CAP) is 4.5118 &
0.54832 which show in the same way with that of staff development the respondents are
strongly agreed on capacity related factors such as financial stability, satisfaction and
communication. Similarly, the score value of the mean and standard deviation of
external environment factor (EXV) is 4.4412 & 0.61220 respectively, showing that a
strong agreement on external environment variables such as labor ability to focus in an

increasingly diffuse environment, Extent to nurture harmonious multi-ethnic,
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multicultural, and gender-equitable environment affect leadership challenges of public
organizational leadership. So that most of the respondents strongly agree on the issues of

public organizational leadership challenges of POGZCA.

Descriptive Statistics

Variables N Minimum | Maximum Mean | Std. Deviation
P2CAP 170 2.00 5.00 @ 45118 54832
SD 170 2.00 5.00 | 4.5059 .56114
EXV 170 1.86 5.00 4.4412 .61220
LEADS 170 1.67 5.00 4.3804 .65201

Valid N(list wise) 170

Source: SPSS Output (2019)

The descriptive statistics results of each of the independent variable, the dependent
variable the supporting results of bivariate correlation analysis are discussed in section
4.2.1.1t0 4.2.1.3. It is showed that all the three independent variables which are CAP,
SD and EXV factors used in this study association have significant correlation with

LEADS of the public organizations in the municipalities.

The descriptive statics of each IV and the DV are discussed in prospective sections as

follows:

4.2.1.1 Public Organizational Leadership and Capacity Related Factors
As shown in Appendix 1, the relationship between the DV LEAD with the IV CAPS,
there is a strong agreement among the respondents of the municipalities with CAP
related factors such as effective in working towards their missions and converting
available resources. This implies that the public organizational leadership challenge of

the municipalities is good in this parameter. The achievement of the desired results of
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the organizations' operations depends on the appropriateness of their use of available
resources and their production of results, suitable for the needs and demands of

customers (Potocan, 2006).

There is also a strong agreement among the employees that the municipalities are
financially stable. Financial stability describes the condition where the financial
intermediation process functions smoothly and there is confidence in the operation of
key financial institutions and markets within the economy. The financial stability of a
company refers simply to whether it is doing well in business or not. However, each of
the research participants may not have detail data and information about the financial
stability of the municipalities. Additional studies may be needed to confirm the financial

stability of the organizations.

The respondents also strongly agree that satisfaction is one of the parameters used by
POGZCA. Studies also show that standing for satisfaction was the most frequently
mentioned sustainable competitive advantage. More recent studies have also reported
that satisfaction has a positive impact on business performance. A primary reason
fueling the drive for satisfaction is that consumers are increasingly demanding better
satisfaction along with quality and lower prices. Although quality is widely accepted as
a competitive priority for businesses, researchers have not agreed on a universally
accepted definition for the quality concept. It may mean fitness for use, satisfying
customer needs, or conformance to customer requirements (Hajjat, and Hajjat, 2014).

Appendix 1 shows that there is a strong consensus grant mean value of 4.5125 and
standard deviation of 0.58392 which shows a strong agreement of among the
respondents that capacity related factors and LEADS such as non-financial measure are

considered in organizational leadership matter.

Kotane and Kuzmina-Merlino (2011) reported that it is well-known that financial reports
are the main source of information about leadership, and basing on them the business
activities and financial position of a company are evaluated. However, under conditions
of contemporary economic development company management cannot rely only on the

evaluation system of financial indicators to manage the company successfully. The main
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indicators of business activity are not found only in financial data. Such indicators as
quality, clients’ satisfaction, innovations, market share quite often reveal the economic
position of a company and opportunities for growth better than the financial indicators
of leadership reflected in reports (Kotane and Kuzmina-Merlino, 2011).

4.2.1.2 Public Organizational Leadership and Staff Development Programs
The descriptive analysis between LEADS and SD program shows that there is a strong
relationship (grand mean and standard deviation of 4.506 and 0.6052) as shown in

Appendix 2.

Correspondingly, Ismail et al. (2012) reported that there is a significant relationship
between capabilities and competitive advantage. Capabilities are conceptualized and
categorized as, organizational skills, core competencies, resource development
competence, strategic decision making, organizational strategy, the type of staff required
for, the buildings and internal infrastructure (water, electricity), adequate training for
managing organizational technology, proper monitoring and evaluation ability to
facilitate effective professional and personal development affects. With tremendous
tactical municipal practices and strategic integration, deployment of resources and
capabilities, organizations can attain competitive advantage and better performance
(Ismail et al., 2012).

The impact of these variables on LEADS are also indicated in studies conducted
elsewhere. For example, Avolio et al. (1999) reported that LEADS is one of the vital
factors for improving firm performance. Leaders, as the key decision makers, determine
the acquisition, development, and deployment of organizational resources, the
conversion of these resources into valuable products and services, and the delivery of
value to organizational stakeholders. Thus, they are strong sources of sustained
competitive advantage (Avolio et al., 1999). Effective leaders can support the work of
the group, empower group members, creating the confidence of group members to
complete a given job, develop the group identity, and create change (Setiawan et al.,
2016).
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Similarly, Osei (2015) reported that the leadership and success of any organizations
depends on its skilled employees and how efficient the organization can tap into that
resource and make effective use of it. This is true because of a resourceful and capable
workforce is critical to achieving the overall goals and strategies of an organization.
Therefore, a competent and competitive workforce is an essential factor if organizations
are to survive in this rapidly changing environment. This has provided organizations
with the opportunity to develop programs and process to recruit motivate and retain
employee with capable abilities (Osei, 2015).

The results of this study showed that the employees working in the public organizations
in Gurage Zone believe that trainings on organizational technology could affect LEADS.
A study by Garcia-Sanchez et al. (2011) also showed that support for technology and
improvement of technological skills and technological competencies promote

improvement in LEADS.

Appendix 2 also shows that the employees of the LEADS have a high-level agreement
those factors such as training, rewards and incentives can have a considerable impact on
leadership challenges of public organizations. Employee development among financial,
economic and human resources are more essential and have the capability to provide a
company with competitive edge. (Emeka et al., 2015). With the realization therefore,
greater efforts towards increasing productivity have taken the human approach and
hence, the use of incentives (Solomon et al. 2012). Carraher et al. (2006) also advocates
that there should be an effective reward system for LEADS and reward should be related
to their productivity. Thus, organizations must make policies and procedures and
formulate such reward system under those policies and procedures which increase
employee satisfaction (Carraher et al., 2006).

However, care should be taken so that the incentive system may not produce undesirable
results. Possibly it is producing unhealthy rivalry among employees. An incentive
system can lead to over-emphasis on one dimension of a job; if you are not careful, you
get more of what you emphasize than you wanted (Solomon et al., 2012). To qualify for

a reward, the goal must be clear, meaningful and consistent with other rewards for
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similar goals. For a reward system to be effective and to be able to encourage motivation
it needs to satisfy some individual need of an employee besides keeping track of the
changes in their needs. Otherwise, it is unlikely to achieve the LEADS desired (Furtado
et al.,, 2012). Kahn et al. (2014) reported that all attitudes related factors affect the
employee performance. Similarly, Luu (2011) reported that Employee attitudes and
LEADS challenges are linearly related. The empirical findings suggest that the level of
employee ownership and involvement might affect how attitudes and LEADS are
associated.

Appendix 2 also shows that employees of the public organizations in Gurage zone city
administrations agree that a shared vision can affect organizational leadership.
Researchers such as Collins and Porras (1994) reported that the main component of
organizational success is a vision that can influence employee productivity. It is the
responsibility of the organization’s leaders to ensure that the employees are aligned with
the vision of the organization through the cooperative sharing of knowledge. The
practice of building a shared vision involves the skills of finding shared ‘pictures of the
future’ that foster genuine commitment and enrollment rather than compliance (Senge,
1990). When the vision is fully embraced, employees are empowered to work harder to

ensure the achievement of the company’s goals (Lipton, 2003).

4.2.1.3 Organizational Leadership and External Environmental Variables
Employees working in these public organizations witnessed a considerable level of
agreement on the EXV on LEADS (scored mean and standard deviation (4.441 and
(0.647 respectively). The descriptive analysis of EXV such as presence/absence of
qualified work force in the local market, government policies, legal framework, etc.
affects LEADS at a greater level, as shown in Appendix 3. The percentage of employees

who did not agree is less than 5% of respondents.

From Appendix 3 it is possible to infer that EXV can have a strong impact on
organizational leadership of public organizations. A study by Ibrahim and Primiana
(2015) also showed that business environment has a significant effect on organizational

leadership. Macro environment includes aspects related to the political, legal, economic,
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social and technology that may affect the working of the organization. The external
environment provides firms with inputs which they transform to outputs through internal
processes and then the outputs are given back to the environment. For example,
availability of resources in the external environment, political interference and variations
on the economic situations can affect LEADS. Changes in the EXV may be favorable or

unfavorable to organizational outcomes (Njoroge et al., 2016).

Similarly, Alexander (2000) reported that the dynamic and rapidly changing
environment in which most organizations compete had made business environment
(political, economic, socio cultural, technological, etc.) to have significant impact on
LEADS survival and performance (effectiveness, efficiency, increase in sales,
achievement of corporate goals etc.) thus, public organizations should pay more

attentions to their environment by conducting and embarking on periodic scanning.

As mentioned earlier the aim of this work was to assess the influences of the three IV on
the LEADS which is the DV. Appendix 4 shows that the calculated mean and standard
deviation of the DV against the 1V is 4.380567 and 0.684307 respectively. This implies
that most of the respondent strongly agreed on the strength of LEADS on achieving
CAP, SD and also EXV.

The mean and standard deviation 4.33 & 0.613 shows that most of the respondents are
strongly agreed the public organizational capacity is upstretched by organizational
leadership. Similarly, mean and standard deviations 4.4529, 0.73026 and 4.3588,
0.70966 show that the respondents of the municipalities are strongly agreed on the
influence of public organizational leadership in the extents of organizations’ staff

development practices and ability of modification of the external environment variables.

Similarly, Appendix 4 shows that there is a strong agreement among the respondents of
the POGZCA, attitude toward change and complexity, which affects the LEADS. This
implies that the leadership of public organizations is good in this constraint. The
achievement of the desired results of the organizations' operations depends on the
appropriateness of their use of available resources and their production of results as

discussed so far, suitable for the needs and demands of customers (Potocan, 2006).
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There is a strong agreement among the employees, as shown in Appendix 4, that the
public organizations believe in strengthening self-management capability. And also
strongly agree that building democratic institutions, and nurturing ethical awareness and
sensitivity affects the LEADS.

4.3 Triangulation

As inferred from the triangulation of the quantitative and qualitative analysis ublic
organizations in the municipalities which are homogeneous but varied in their site and
category, were chosen as sites for this qualitative study, since this study used a mixed
method. Thus, it is important to provide a brief background of each setting,
organizational site and the brief background of principals in this qualitative study. The
qualitative study focused on ten public organizational principals in POGZCA. Each
public organization principal was professional and their total year in principal ship

ranged from three to six years.

Public organizational leadership challenges in POGZCA according to the principals’
was initiated due to the external environment factors such as political, economic, and
social changes. At organization level, principals were expected to implement employees’
development reform and government policies to meet the mindsets and goals of the
public organizations. In the context of public organizational development, it was
apparent that the leadership challenges of public organizational leadership principals in
POGZCA were influenced by the complexity and overwhelming tasks in dealing with

the elements of the challenges.

The overall picture of principals’ experiences, attitudes, perspectives, and comments that
they encountered in the LEADS were challenged in three different organizational

aspects including:

+ Working in the new administrative structure and management systems, i.e. the
EXV.

+ Dealing with financial management, i.e., the CAP and

+ Dealing with challenges in working with employees (SD)
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4.4 Inferential Analysis

4.4.1 Correlation Analysis

4.4.1.1 Correlations among the Dependent and Independent Variables
Though there are various measures of correlation among variables, Pearson product-
moment correlation coefficient is a measure of linear association among interval ratio
variables. The measure, represented by the letter r, varies from -1 to +1. A zero
correlation indicates that there is no correlation between the variables.

To test the hypothetical objectives of this research that the organizational capacity, staff
development and external environmental factors affect the public organizational
leadership of the selected POGZCA, the coefficients of Pearson correlation and the Sig.
(2-tailed) t-taste is applied. As shown in Table 5 below, the Sig, (2-tailed) P-value
<0.01.

The strength interpretation varies from author to author. As a rule, correlation is
considered to be very low if the coefficient has a value under 0.20 and is considered as
low if the value ranges between 0.21 and 0.40. A coefficient value of above 0.70 is

considered high correlations (Singh 2007).

Taylor (1990) categorized r values as, r < £ 0.35 are generally considered to represent
low or weak correlation; Values from r = + 0.36 to r = £ 0.67 as moderate correlations;
Values from r = £ 0.68 to r = £ 0.89 as strong or high correlations, and as Beaumont
(2012) indicated that r values very close to 1 as very high positive correlation.

Table 6 below also shows there is statistically significant relationship among the
LEADS which is the DV and those three IV in the selected sectors of the municipalities
of Gurage Zone. CAP & SD correlate positively with that LEADS as their sign is
positive, increase in any of CAP & SD results an increase in LEADS in a similar way.
And EXV correlates negatively with LEADS, having a negative sign, which shows an

increase in external variable factor result Y decrease in LEADS.

The coefficients values of this research variables for CAP, SD, and EXV are 0.533,
0.439 and -0.374 respectively. This implies that, there is 0.533, 0.439 and -0.374
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moderate correlation since r = £ 0.36 to r = + 0.67 according Taylor (1990) or a high

correlation according to (Singh 2007).

A correlation coefficient indicates both the type of correlation as well as the strength of
the relationship. The coefficient value determines the strength whereas the sign indicates
variables change in the same direction or in opposite directions. A positive correlation
indicates that as one variable increases, the other variable also increases in a similar
way. A negative correlation, signified by a negative sign, indicates that there is an
inverse relationship between the two variables, that is, an increase in one variable is
associated with the decrease in the other variable. A zero correlation suggests that there
IS no systematic relationship between the two variables and any change in one variable is

not associated with change in the other variable (Singh 2007).

Correlations

CAP SD EXV LEADS
CAP Pearson Correlation 1 590" 766" 5337
Sig. (2-tailed) 000 000 000
N 170 170 170 170
SD Pearson Correlation 590" 1 416~ 4397
Sig. (2-tailed) 000 000 000
N 170 170 170 170
EXV Pearson Correlation 766 416~ 1 -3747
Sig. (2-tailed) 000 000 000
N 170 170 170 170
LEADS  Pearson Correlation -3537  -3297  -3477 1
Sig. (2-tailed) 000 000 000 000
N 170 170 170 170

**_Correlation is significant at the 0.01 level (2-tailed).

Source: SPSS Output (2019)
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4.4.2 Regression Analysis
The determination of a statistical relationship between the CAP and LEADS, SD and
LEADS and also EXV and LEADS separately interpret what exists actually i.e., there is
a physical way in which independent variable X can affect dependent variable Y. One of
the objectives of this study is to examine whether there is statistically significant effect

of all factors on the public organization leadership or not.

The multiple linear regression analysis examines the relationship between a single DV
LEADS and the three IV. Since the analysis relies upon determining the linear
relationship with the lowest sum of squared variances and, therefore, assumptions of
normality, linearity and equal variance should be checked before using multiple

regression.

4.4.2.1 Multiple Linear Regression Model
4.4.2.1.1 Model Assumptions
1. Normality assumption:
For any specific value of the independent variable, the values of the dependent variable

are normally distributed.

The normality assumption of the multiple linear models is tested graphically, as
frequently by (Pallant, 2005). The goals of multiple regressions are, where the values of
the IV and the DV that share a linear relationship, are as close to the observed dependent

variable as possible.

Figure 6 below shows that a significant deviation of points from the nearest point on the
predicted regression surface. This deviation shows the strength of residual values in the

analysis.
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Normal Q-G Plot of CAP

Expected Normal Value
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Source: SPSS Output

2. Assumption Skewed distribution
As Skewed distribution summarizes the shape of distribution. It measures the extent to
which the sample distribution deviates from normal distribution. It refers to the
asymmetry of the distribution around its mean as shown in the Fig. 7 below. As a result,
unlike symmetrical distribution, in the case of skewed distribution all measures of

central tendency fall at different point.

As Fig. 7 shows that the distribution is skewed negatively having long tail extending to
the left. Thus, the mean is pulled to the left at most. So that mean the mean is smaller
than all central tendency variables such as the median, and the mode (Singh 2007).
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Histogram

Dependent Variable: LEADS
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3. Non multi co-linearity assumption:
This assumption implies that the independent variables are not strongly inter-correlated.
That is, the predictor variables should not have a strong relationship with each other.
Multi co-linearity occurs when several 1V correlate at high levels with one another, or

when one IV is nearly linear combinations of the other 1V (Keith, 2006).

Table 6 below shows that the three IV of LEADS are not highly interrelated. This
assumption becomes more precise by assessing the tolerance and its reciprocal values
(VIF, variance inflation factor) in the output results of the regression analysis for model
fitness. The tolerance value is the indication of the percent of variance in the predictor
that can’t be accounted for by the other predictors, very small value indicated that a
predictor is redundant. If the tolerance value of each predictor is greater than 0.10, then
it indicates the non — multi co-linearity for each predictor if not it shows the existence of
multi co-linearity. As (Diem Ngo, 2012, p.9; Pallant, 2005, p. 150; Torres — Reyna,
2007, p.21) showed that, if the VIF value of each predictor is less than 10, then it
indicates the non multi co-linearity of the predictor. If it not so it suggests a problem. In
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such situation, tolerance less than .10 and VIF is greater than 10, is happened the
regression model estimates of coefficients became unstable and the standard errors for

the coefficients could get inflated. In other words the model loses its statistical validity.

As it can be seen in the Table 6 below there is no multi co-linearity amongst the 1V of

LEADS. Therefore, the non multi co-linearity assumption is met.

Co-linearity Statistics

Independent Variables Tolerance VIF
EXV 0.7942 1.25901
SD .0.7488 1.3353
CAP 0.5864 1.7053

a. Dependent Variable, LEADS
Source: SPSS Output

4. Linearity assumption:

Multiple regressions are based on the assumption that each bivariate relationship
between the DV and IV is linear and in case this assumption breaks, then researchers
have to resort to non-linear regression for assessing the relationship (Singh 2007). There
is a linear relationship between the DV and the IV in this case. In other words, the value
of Y is proportional to the independent variable X. Since the goodness of the model
depends on how well it predicts Y, the linearity of the response (YY) and Predictors (X), p
— p plot graph could be implemented.

As indicated in (Torres — Reyna, 2007, p. 16), if the whole plots show 45° pattern, it
indicates that the model seems to be doing a good job in predicting Y. as it can be seen
in the graph given below, the plots form 45° pattern. Therefore, the linearity assumption

was met.
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Mormal P-P Plot of Regression Standardized Residual

Dependent Variable: LEADS

Expected Cum Prob

Observed Cum Prob

Source: SPSS Output

Thus, as the above four three model assumptions test were met and hence the multiple

regression model for the public organizational leadership is ready to be tested.

4.4.2.1.2 Significance Regression Coefficients
After assessing the significant association of the independent variables and dependent
variable, it is recommended to look at the impact of the independent variables in

predicting the dependent variable by interpreting regression coefficients.

The regression coefficients or B coefficients represent the independent contributions of
each independent variable to the prediction of the dependent variable as shown in the
Table 7 below. Now if we look at B coefficient of the independent variables, it can be
interpreted from the table that the significance of all variables is statistically significant
(significance level is less than 0.05 levels) (Singh 2007).
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Table 7: Standardized Coefficient of VVariables Entered in an Equation

Coefficients?

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
1 (Constant) 6.201 421 14.716 .000
CAP -1.434 622 -1.206 | -2.307 .000
SD 1.366 613 1.175 2.229 .002
EXV -.339 372 -.318 -911 .364
a. Dependent Variable: LEADS

Source: SPSS Outputs

According to the result obtained from the SPSS, in Table 7 above, the p — values under
the Sig. column of the all independent variables, except EXV are less than 0.05,implying
that they are statistically significant for the model, because their level of confidence are
greater than 95% [(1 — p)100%]. For instance, the p — value of SD = .002 which leads
to have a confidence level of (1- .027)100% = 99.8% which is greater than 95%.
Meaning, the two independent variables namely CAP and SD have significant effect on

the organizational leadership.

Thus, to examine the relationship the researcher used multiple linear regression model

developed. For this research case the actual regression model takes the following form.

Y=a)+aX +ax,+ax; +e s % | |

Where;

Y = Public Organizational Leadership,
X, = Capacity Element,
X, = Staff Development Factors,

X3 = External Environment Variables,
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4, is the y intercept, and

di are regression coefficients.

The averages of the 1 — 5 point Likert Scales items of these independent variables were

calculated for each public sector employee.

Thus, the fitted model according to formula (4.1) for DV y is:

Y =ap + a1 (SD) + @3 (CAP) + 83 (EXV) wueverererrrnsesesnsnsnsnsnsssnsnsnsssnsnesennenions (4.2)
L = 6.201 + 1.366SD — L1ABACAP ...ooovoeevoeeeeeeeeeeeeeeoeeeeeseeeseessise s s s s . (4.3)
Where;

L implies the LEADS factor for this study.

+ EXV is not included in the model as the coefficient 0.364 is not significant at
significant level of P<0.05.

+ The independent contribution of CAP factor can bring large effect on the LEADS,
bringing a unit change in this predictor CAP could bring a -1.434 change on the DP

LEADS, assuming that all other variables in the model are constant.

The regression coefficients or B coefficients represent the independent contributions of
each independent variable to the prediction of the dependent variable. From the predictor
y we would expect an increase of 1.366 units in the staff development score for every
one-unit increase in the variable y, assuming that all other variables in the model are

constant.

It is important to understand what a 1.366 change in staff development variable really
means, and how the strength of that coefficient might be compared to the coefficient of
another variable, say capacity(-1.434). To address this problem, we can refer to the
column of beta coefficients, also known as standardized regression coefficients. The
beta coefficients are used by researchers to compare the relative strength of the various
predictors within the model. Because the beta coefficients are all measured in standard
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deviations, instead of the units of the variables, they can be compared to one another. In
other words, the beta coefficients are the coefficients that you would obtain if the
outcome and predictor variables were all transformed to standard. The analysis is
expressed as:

Predictor model using standardized Beta values:

Y = aX, + aX, + a)X,

(4.4)
L=1.175(SD) —1 .206(CAP) -0.0.318(EXV).etututrtrerererererererernsasasasasasasasass 4.5)
4.4.2.1.3 Model Fitness and Significance of the Independent Variables

Model Summary®
R Adjusted | Std. Error Change Statistics
Model | R Square R Of_ the R Square F Sig. F
Square Estimate Change | Change [ Change
1] .588° 0.471 0.423 0.60641 0.15 9.792 .000
a. Predictors: (Constant),EXV,

CAP, SD

b. Dependent Variable, LEADS
Source: SPSS Output

From Table 8 above, it is possible to infer that:

4+ The variables can contribute a 47% of the variation in the LEADS while other

factors not studied in this research can contribute to 53% as depicted RZ

Showing that the explaining capacity of the IV to DV LEADS, by the three IV in

the model is 47%. This means the variables can contribute to 47% of the
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challenges of LEADS while other factors not studied in this research can
contribute to 53 % of the challenges of LEADS.

+ The influence of the model in generalizing the Population of the Municipalities is
42.3% as shown by the Adjusted R square.

Therefore, further research could be conducted to examine the other factors influencing
the organizational leadership of the POGZCA.

4.4.3 Analysis of Variance
The model fitness of the regression model can be tasted in F — test analysis of variance
[ANOVA]. For the overall models fitness test and t — test for the significance of an
individual coefficients in the regression models with 5% level of significance were used
(Engida & Zeytu, 2017). Therefore, the significance of the IV is summarized in table 9
below.

ANOVA?
Model Sum of Squares [ Mean Square F Sig.
1 Regression 10.803 3.601 9.792 .000°
Residual 61.043 .368
Total 71.846

a. Predictors: (Constant), EXV, CAP, SD
b. Dependent Variable: LEADS

Source: SPSS output (2019)

From the ANOVA results in Table 9 above, the processed data had a significance level
of 0.000 at the LEADS challenges level as whole. Whether repressors/IV, taken
together, are significantly associated with the dependent variable and this is assessed by
the statistic F in the ANOVA part of the regression output. In this case, F = 9.792, p <
.001. (SPSS output: Sig. = .000. It can be reported as p <.001), which means that the 1V

are significantly associated with the dependent variable.
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That means the three coefficients @, @, @3 are significant for the LEADS model. In other
words, the variable LEADS (Y) is better if it is a function of the three variables X; X, X,
namely, CAP, SD and EX V rather than only with @,,

Therefore, X; and Y were linearly related and that the model was fit the data. Hence, the

regression model could predict the challenges of LEADS.

4.5 Results and Discussions

+*

The predictor model (4.3), a;, the unstandardized beta coefficients tell us about
the causal (effect) relationships between the outcomes, of LEADS and the three
IV average values.

The relationship is positive as well as negative. Positive mean implies that as an
increase in a one unit mean score of SD, results in the increase in the mean score
of LEADS. While negative relationship shows the inverse. In addition, these a;
values give us also an idea of influence each factors of the on the LEADS.

For example, staff development (SD) has a mean of a; = 1.175. This shows as the
mean score of the staff development items increases by one unit, the mean score
of organizational leadership increases by 1.175 units.

The predictor model (4.5), Beta;’s, the standardized beta coefficients also tell us
about the contributions of each organizational leadership factors on
organizational leadership. In other words, the Beta weight is the average amount
the dependent variable increases when the independent variable increases by one
standard deviation while all other independent variables held constant.

The descriptive statistics for analysis of mean and standard deviations and that of
the inferential analysis to predict statistical associations of the associated
variables. The grand mean and standard deviation of independent variables
which are capacity (CAP), staff development practices and external environment
variables ranges between 4.3804 - 4.5118 and .54832 - .61220, respectively. This
show that majority of the respondents are strongly agreed on the structured
questions regarding the three independent variables.
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+ The determination of a statistical relationship between the organizational
capacity and public organizational leadership, staff development and public
organizational leadership and also external variable factors and public
organizational leadership explained a 42% of the variation in the organizational

leadership of the public organizations as represented by the adjusted R?.

One of the objectives of this study was to examine whether there is statistically
significant effect of each organizational leadership challenge factors on organizational

leadership in the selected public sectors in Guraghe Zone City Administration.

Therefore, to answer the basic research questions, i.e., to test the hypothesis Hi: There is
statistically significant association between each public organizational leadership
challenges and public organizational leadership in Gurage Zone City Administrations is

accepted. So that the null hypothesis (Ho) is not rejected.

In order to compare the extent of the contribution of each of the three variables to the
organizational leadership standardized coefficients, Beta values were used (Table 7
above), because, it gives a measure of the contribution of each independent variable. A
large value indicates that a unit change in this predictor variable has a large effect on the
dependent variable. For instance, a unit change in the organizational capacity factors

could bring a -1.206 change on the dependent variable —public organizational leadership.

Therefore, the highest contribution for the organizational leadership is CAP factor (-
1.206). The lowest contribution was by external variable factor (-.318). The percent of
the effect of each organizational leadership factors namely, capacity, staff development
and external environment factors are obtained by R? = 0.471 as indicated in (Beaumont,
2010) analysis

Therefore, the strength of the causal (effect) for CAP is large bringing a unit change in
this predictor CAP could bring a -1.206 change on the DV LEADS, assuming that all

other variables in the model are constant.
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+ The determination of a statistical relationship between the three IV and that of
the IV LEADS explained a 47% of the variation as represented by the adjusted
R

» The results of regression indicate that the IV has significant relationship
with DV signified by R? = 47.
» The results of Dr. Mathur & Dr. Negi, (2014) observes approximately the

same result for their analysis of regression, got R? value of 51.

+ The bivariate correlation between the IV of LEADS and its DV is moderately
correlated as r is between + 0.36 & + 0.67.
» The same findings is observed by the findings of J.Edoka (2012), whom

got a correlation coefficients of 0.47 for his IV workforce motivation.

+ Multiple correlation coefficient which is indicated by R=58.8% is significant.

> The result of the study showed that the two organizational leadership
challenges factors are found to have significant correlation on the LEADS
effectiveness.

» The same result is mentioned by (Hersey and Blanchard’s, 2009) in their
analysis  of  regression indicate that independent variable
(Leadership) has relationship with dependent variable (Organizational
Capacity) and got R value of 59.

+ Therefore, the alternative hypothesis H1: is accepted. Though, the null

hypothesis (HO) is not rejected at 5% level of significance.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND
RECOMMENDATIONS

5. Introduction

This chapter presents the key findings presented in chapter four, conclusions are
drawn based on such findings and recommendations on the effect of environmental
and organizational factors on the organizational leadership of public organizations as
perceived by the employees working in the organizations. This chapter is, thus,

structured into summary, conclusions, recommendations and areas for further research.

5.1 Summary of Findings
+ The main purpose of this study was to assess the challenges and prospects
affecting the leadership of public organizations in Gurage Zone City

Administrations.

+ Therefore, the study was aimed providing a better understanding of head
managers, line managers and employees at large towards appraisal which could
contribute to the fit of suitable of public organizational leadership that would

have acknowledged in all employees.

+ The majority of the respondents of the Public Organizations of the Municipalities
are strongly agreed on the structured questionnaires regarding the three
independent variables as grand mean and standard deviation of variables range
between 4.3804 - 4.5118 and .54832 - .61220, respectively.

+ The determination of a statistical relationship between the three independent
variable factors and that of public organizational leadership explained a 42% of
the variation in the organizational leadership of the public organizations as

represented by the adjusted R*
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+ Multiple correlation coefficient which is indicated by R = 0.588 is significant.
Meaning, the contribution of at least one of the three organizational leadership

challenge variables have significant effect on the organizational leadership.

+ The extent of the contribution of each of the three variables to the organizational
leadership is assessed by the standardized coefficients /Beta values/ which give a
measure of the contribution of each independent variable. For this study case,
CAP factors could bring large casual effect on the public organizational
leadership, bringing a unit change in this predictor staff development factors
could bring a -1.206 change on the dependent variable — public organizational
leadership.

5.2 Conclusions

Based on the findings of the study, the major conclusion concluded is that public
organizational leadership highly influenced by the factors such as organizational
capacity related factors such as skills, institutional infrastructure, quality of employees,
and also on those staff development practices and external environmental factors, as

indicated in the descriptive and inferential statistics results of the study.

+ The grand mean score and St. Deviation of all IV were above 4 & 0.5 respectively,
presenting, the respondents of the Municipalities were strongly agreed on the issues
of LEADS.

+ As the bivariate correlation of LEADS with CAP, SD & EXV have r value of 0.533,
0.439 and -0.374 respectively, signifying that there is a statistically significant
relationship between the (IV) LEADS & DV at Sig, (2-tailed) P-value <0.01.

+ As the strength of the causal (effect) for and the independent contribution of CAP
factor can bring large effect on the LEADS, bringing a unit change in this predictor
CAP could bring a -1.434 change and a -1.206 change respectively, on the DV

LEADS, assuming that all other variables in the model are constant.
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5.3 Recommendations

It can be recommended from the study that public organizations should enhance the
various factors mentioned on the public organizational leadership factors and widen the
scope on other factors that may be used to gauge the intensities of leadership of public
organizations. Improving staff morale by giving them create job growth path for staff
and adjust contemporary development careers.

The performance management tool should be negotiated and agreed with the staff and
the organization. The performance measures or key performance indicators should be

agreed upfront with all employees, irrespective of their level in the organization.

Based on the conclusions of the study, the following recommendations are forwarded:

1. As public organizational leadership factors such as capacity, staff development
related variables and external environmental variables have impacts on
leadership of the public organization; the public organizations should
continuously strengthen and consider these factors to ensure sustained and
achievements of goals. This may involve selection and appointment of capable
organizational leaders; assigning and motivating the right employees on the right

place in the municipalities; scanning the external environment factors, etc.

2. The organizations should continuously create a leadership development and
motivating work environment for sustained and better performance. The
municipalities should strive to ensure that facilitate effective professional and
personal development capacity to nurture harmonious multi-ethnic, multicultural,
and gender-equitability in ensured compensation, job assignment, etc. as these

variables have impacts on organizational leadership.

3. The municipalities need to have nurture effective collaboration, adapt rapidly to
change and complexity coping strategies if unexpected change occurs in the
external environmental factors such as political stability, labor availability,
external infrastructure (such as access roads), etc. to ensure continued and better

organizational leadership.
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Suggestions for Further Research

This study has examined the observation of public organizational employees towards
challenges and prospects of public organizational leadership practices in Gurage Zone
City Administration. To this end therefore , the same study should be carried out

in other organizations to find out if the same results would be obtained.
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APPENDICES
Appendix 1

Respondents level of agreement on impacts of the organizational capacity related factors

on leadership

S. Standard

no. Item Responses Frequencies Mean deviation
Strongly Disagree 3
Our organization is  Disagree 1
effective in Not sure/Do not know 3

: working towards its = Agree 76 4433 0197
mission Strongly agree 87
Total 170

Our organization is ~ Strongly disagree -

efficient in Disagree -
converting/using Not sure/Do not know 4
2 ) 4.483 0.54436
the available Agree 80
resources to Strongly agree 86
achieve its goals Total 170

Strongly disagree -

Disagree 3
Our organization is  Not sure/Do not know 1
3 ) ) 4.478 0.60324
financially stable Agree 78
Strongly agree 88
Total 170
Strongly disagree 0
Communicationisa
Disagree 0
measure of
4 o Not sure/Do not know 4 4523 0.54415
leadership in our
) o Agree 73
public organization
Strongly agree 93



no.

ltem

Satisfaction is a
measure of good
leadership in our

organization

Our organization
mainly uses
financial measures

of leadership

Our organization
mainly uses non-
financial measures

of leadership

In our organization,
both financial and
non-financial
measures are used
to measure
organizational
leadership

In our organization,

the organization’s

Responses
Total
Strongly disagree
Disagree
Not sure/Do not know
Agree
Strongly agree
Total
Strongly disagree
Disagree
Not sure/Do not know
Agree
Strongly agree
Total
Strongly disagree
Disagree
Not sure/Do not know
Agree
Strongly agree
Total
Strongly disagree
Disagree
Not sure/Do not know
Agree
Strongly agree
Total

Strongly disagree

Disagree

Xi

Frequencies
170

0

1

0

62

107

170

62
106
170

o7
108
170

71
90

170

1
0

Mean

4.612

4.601

4.579

4.449

4511

Standard

deviation

0.52213

0.63512

0.68908

0.56487



no.

10

11

12

ltem

relevance to the key
stakeholders is

used as a measure

of leadership

In my organization

entrepreneurialism

and risk-taking

ability affects the

organizational

leadership

Ability to facilitate

effective

professional and

personal

development affects

my organization

leadership

Capacity to nurture

harmonious multi-

ethnic,

multicultural,

gender-equitable

environments
affects our
organizational

leadership

Responses
Not sure/Do not know
Agree
Strongly agree
Total
Strongly disagree
Disagree
Not sure/Do not know
Agree
Strongly agree
Total
Strongly disagree
Disagree
Not sure/Do not know
Agree
Strongly agree
Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Source: SPSS Output (2019)

xii

Frequencies
0

79

90

170

79
86
170

87
82

170

78
90

170

Mean

4.472

4.477

4522

Standard

deviation

0.57421

0.51206

0.51206



Appendix 2

Employees level of agreement on the impacts of the organizational staff development

programs and related factors on LEADS

S0

no.

ltem

In my
organization, the
competence of
the leadership
affects the
performance of
our organization
In my
organization
organizational
strategy affects
my
organization’s

leadership

My organization
knows the type
of staff required
for high

leadership

In my
organization, the
buildings and
internal services

(water,

Responses

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Xiii

Frequencies

60
106

170

75
90

170

77
87
170
0.0
0.0
0.0
87
83

Mean

4.59

4.42

441

4.49

Standard

deviation

.582

.694

126

501



S. ) Standard
Item Responses Frequencies Mean o
no. deviation

electricity) affect

o o Total 170

organization’s

leadership

In my Strongly disagree 0

organization, Disagree 1

adequate training  Not sure/Do not know 0

for managing Agree 62
° organizational Strongly agree 107 402 523

technology

affects Total 170

leadership

Source: SPSS Output (2019)
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Appendix 3

Employee’s level of agreement on the impacts of the EXV on LEADS

S.

no.

ltem

Unexpected
changes in rules
and policies
seems to affect
my
organizations
leadership
Entrepreneuriali
sm and risk-
taking ability
affects my
organization’s
leadership
Capacity to
nurture
harmonious
multi-ethnic,
multicultural,
gender-
equitable
affects
leadership
Corruption and
nepotism,
seems to affect

my

Responses

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree
Not sure/Do not know

Agree

XV

Frequencies

10
91
68

170

71
92
170

78
79

170

78

Mean

4.33

4.45

4.36

4.48

Standard

deviation

.613

730

710

.608



ltem
no.

organizations
leadership

In my
organization
labor ability to
focus in an
increasingly
diffuse
environment
affect
organizational
leadership

In my
organization
access to
appropriate
technology
affects the
effectiveness
and efficiency
of the

organization

External
stakeholders

7 have an impact
on leadership of

our organization

Responses

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Source: SPSS Output (2019)

XVi

Frequencies

88
170

74
89

170

66
100

170

76
87
170

Mean

4.48

4.56

4.43

Standard

deviation

578

.565

128



Appendix 4

Respondents’ responses to the impacts of LEADS on the independent variables

S.

no.

ltem

Leadership in my
organization

1  affects my
organizational

capacity

Leadership in my
organization
affects the extent
of staff
development and
motivation
In my
organization,
organizational

3 leadership affects
the effects of
external

environmental

Responses

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Strongly disagree
Disagree

Not sure/Do not know
Agree

Strongly agree

Total

Source: SPSS Output (2019)

XVii

Frequencies

10
91
68
170

71
92
170

78
79
170

Mean

4.33

4.4529

4.3588

Standard

deviation

0.613

0.73026

0.70966



ANNEXES

1. Questionnaires
Annex 1: English Version of Questionnaires
Dear Respondent:
This is a research project (for fulfillment of MBA study at Wolkite University) aimed at
identifying the challenges and prospects of leadership affecting the organizational
leadership of public organizations in Gurage Zone city administrations. | would like to
assure you that there is no right or wrong answer to each question and your answers will
be held in confidence for academic purpose only. Hence, feel free while answering.

Thank you for your time to participate in the study.

1. Profile of the Respondent
1.1 Sex:
1. Male 2. Female
1.2 Age:
1. 20-25 2. 25-30 3.30-35 4. 35-40 5. Above 40
1.3 Education:
1. Primary education
2. High school
3. College Diploma
4. University
1.4 What is your position in your organization?
1. Head
2. Line Manager
3. Ordinary employee
4. Other (Specify)
1.5 How long have you worked in the present organization?
Less than a year
Between 1-5 years

Over 5-10 years

el

Above 10 years
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1.6 Profile of the public organization

1. Name of the public organization

2.Questions related to the challenges and prospects of leadership in public
organizational.

Please rate the level of your Agreement or Disagreement with each of the following items

by ticking/circling the appropriate number in the scale next to each statement.

The scales are:

1. Strongly Disagree; 2. Disagree; 3. I am not sure/ | do not know;
4 Agree; and 5. Strongly Agree.
Sq.
no Statements/likely factors 1 2 3 4 5

Questions related to the challenges affecting the leadership of the public

I organization and its capacity

Our organization is effective in

1 working towards its mission

Our organization is efficient in
converting/using the available
2 resources to achieve its goals

3 Our organization is financially stable

Communication is a measure of

4 leadership in our public organization

Satisfaction is a measure of

5 performance in our organization

6 Our organization mainly uses financial

XiX




Sq.

no

Statements/likely factors

measures of performance

Our organization mainly uses non-

financial measures of performance

In our organization, both financial and
non-financial measures are used to

measure organizational performance

In our organization, the organization’s
relevance to the key stakeholders is
used as a measure of leadership

performance

Questions related to leadership and staff develo

pmental

programs.

10

In my organization, the competence of
the leadership affects the performance

of our organization

11

In my organization organizational
strategy affects our organization’s

leadership

12

My organization knows the type of staff
required for high leadership

performance

13

In my organization, the buildings and
internal services (water, electricity)

affect our organization’s leadership

14

In my organization, adequate training
for managing organizational technology

affects leadership

15

In my organization, proper monitoring

and evaluation affects leadership

XX




Sq.

no

Statements/likely factors 1 2 3 4 5

16

Ability to  facilitate  effective
professional and personal development
affects the leadership of our

organization

Questions related to the prospects or opportunities that should be employed

for effective management of Gurage Zone city administrations

17

In  my organization, Conveying
complex ideas orally and in writing

affects leadership performance

18

In my organization, attitude toward
change and complexity affects the

organization’s leadership

19

In my organization nurturing effective

collaboration affects leadership

20

In my  organization, building
democratic institutions affects

leadership

21

In my organization, nurturing ethical
awareness and sensitivity

affects leadership

22

In our organization, strengthening self-
management capability affects
leadership

Questions related to the Change and External Environment

23

Unexpected changes in rules and
policies seems to affect my

organizations leadership performance

24

Entrepreneurialism and  risk-taking

XXi




Sq.
no Statements/likely factors 1 2 3 4 5

ability affects

Our organization’s leadership

Capacity to nurture harmonious multi-
ethnic, multicultural, gender-

25 | equitability affects leadership

Corruption and nepotism,
seems to affect my organizations
26 | leadership

In my organization labor ability to
focus in an increasingly diffuse
environment affect organizational

27 | leadership

In my organization access to
appropriate technology affects the
effectiveness and efficiency of the
28 | organizational leadership

External stakeholders have an impact
on performance of our organization’s

29 | leadership

4 Questionnaires that show the relationship between leadership and its independent

variables

Sq. Statements/likely
no factors 1. 2. 3. 4. 5.

I Questions related to the impacts of leadership on its independent variables

Leadership in my

1 organization affects my

organizational capacity

XXii



affects the effects of

external environmental

Sg. Statements/likely
no factors 1.
In my organization
leadership affects the
2 extent of staff
development and
motivation
In my organization,
3 organizational leadership

2.

Interview Questions

Annex 2: Interview Questions

xxiii




The purpose of this interview is to collect primary data from the administrations of of

selected officials of the public organizations of the Gurage Zone City Administrations for

the study entitled assessments of challenges and prospects of leadership in Public

Organizations of the Gurage Zone City Administrations. Your appropriate responses has

a paramount importance to the finding of the study.

A. Introductory questions

1.
2.

4.
S.

I would like to know a little about you, and your municipal.

Could you say a little bit about your organization? What sort of organization
is it?

What are the employees like? Are you from this community or nearby?
What is the community like?

How long have you been an administrator?

When did you receive your responsibility?

B. Questions pertaining the assessments of the challenges of leadership of public

organizations.

1.

The researcher interested in leadership challenges you face under the public
organizational leadership developments introduced with the organizational
capacity of the organization.

In general terms, what is the nature of these challenges? (note different points
of emphasis including “financial stability”, government approaches;
professional expectations/requirements; and administrative management
improvements”

Among the areas of emphasis in the educational reform agenda that you
mentioned, which create the greatest challenges? In what ways? Why? Please
explain.

The researcher want to know a little about how these challenges influence the
leadership of the public organization?

Can you say a little about the ways the challenges have changed your

everyday practices and routines?

XXV



6. How are the officials adjusting to the challenges? Have you had to do things
differently to assist the employees? If yes, how has the assistance changed? If
no, what sorts of assistance do you typically provide employees?

7. In what ways are administrators responding to the challenges? Are
administrators aware of the challenges? Are some more aware than others?

8. In what ways have the challenges changed things for the public organizational
leadership of your organization?

9. Would you like to share any other thoughts on the public organizational

leadership challenges?

Thank you so much for your cooperation!

AHA 3: PPA ®MLST PAMCE FCPFI
PA OMLP
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AMrGT HAFLPF I
2Y ®med PHHIEM Nm@AeM RLNCAL P& 9°2% F9RUCT Nt Nhé
RODLCS ANTBLEC NCPF aoCY aNIC AUA+E 8914 doan/4p A& ajag Pyt
PPN 1M PGE Rt PRI NFAD HY P ANHBLECT  dRAYET
ADNFT @ANTE (AT PMLMG +EOTTIAMALT 0 NACPRIR PR AM-F
AR ARG NF PmA NAPT ADPEPE AR NIRTFT ATEAM NAANCT
AMEPALT THPT AM+@ OMERT AMRM™AT AA+NNST NPLaRP AMATAU:
AMPAL anan/p:.
mAN  NRFAMNF LH N9 P& APNLATIIR:  APTI8TS. mPE NAYPe
N@INN NHOHE wld N+AME- N& NF AL PIRFNMANT:Y AaINTF PAD-
AN PPHD- &MC RR& Ng M-
1. POCARP/f+ @Yy PARADANE M PEPT
1.1 2% 1. @78 2. Kt
1.2. RErag,
1. h20-25 2. h25-30 3.n30-35 4. N35-40 5. h40
1.2 P+9PCt 848
. RUeE o/8
2. A+E B28
3. RLACAL/NAE
1.3 NA°ALP Nk PAPYF PNS BCA
1. PF UAL
2. PHCE UAL
3. +¢ N&tE
4. AA Wit
1.4 Nt+ga> PAPT PNZ. ATRE
1. hATE 9aot T
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2. h2-3 qa}
3. h4-10 9aot
4. N10 9a®+ NAL
1.5 NAT AT 4Ngh N+HIPAN+

1. PMALNT AL NF N9P

2. PT PT NG L&HF/ FRCHT

2. hHU NFF e+HLHGT PAPALP NPT mmFTitT PMAF QNMPT (e P
+2OFPFT  PMARANE HPRPF  NWIMLH PPN AT FRPARP  NMgR
ARANTI@R NPy 17T AANTIMI® PPy 277 ACTIME  ARLAL-F® Ny 37
ANTMAL BT 4% AT MR ANTTAU hPT 299 57 NAhNN/NARR&/
ATEMAN NANNCT AMEPAL::

+.¢ mPePF/ YANT i 2 3 4 5

U Pm@NZP Nk +2MP AP9 Py adAh+ (MMEST

1 @7ZP NFFT HAADRY NNPT AP+HDM M.
AP NFTYT PAMT UNT NAINM AP+mdedrn

? AT RO APLLLT 10

AP NFT7 NTIHN AYRC N+HZJ7 Usd @Am
° 2174

NaOAZe NFTT At PEMFTIT  aPANP
) y,:
. NaeRce N7 +m88L1F PmM 9T dPAN. P

T

6 NA°ALP NFFYT  @mFmrtT PAh@ N77HA
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+.¢

mPePF/ YANT

10

11

12

13

14

15

16

NF 1m.:

mhgP NFFTT 7IHN Th PAUF PumT9vE
MANPPFT EMPTIA::

NaeALe NFFT @A PAR. PACRSLC Usd
N@.MFMFF7 +FAT AADL:

PaRNZPe N PmRLtT  APE/ANTE+E/
NOQ.MFMIFFTT AR +RAT AAML:

NapZP NFFY @A™ PAD. ALZEST
N+ARDPTIT NINFT ARE AL +RAT hAQL:
NaAZP  NFT7 @i PA P+APR  HCET
PIET/PIEFR  ANGC/ NORMIFTIFTT AL
+&AT AAGL::

nachgP NAT71 FhhATmy Ao NFhhAm N
PAD. ANGC NOMFTIFTFT AL +RAT AADL:

PAONZP Nk WitPTFT PMFLP AT hUAT PMAL AIRIRRLTT

pmaAht »PLPF

PaRNCP NFFT UIRPTFE mUST ANt APCNT
NQMFMIFFT AL +RAF AATFM.:

NAGRAZL N+ ATAE NAMT dOPC/PAOREC
M.MFMIFTTT BOATA:

NaAZe NFFT @AD PAR. PATTAT 99927199
NCAT @MFTIFFT AL +FAT AAML:

naepee nF+r @A PAR PtaNNt Uis
M.MFTR1FFT AR +FAT AAML:
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+.¢ P PEPT/ YANF 2 4 5
panfhg P N+ PN F HAODY/A 8:a9,)

K NQMFMFFT AL +RAT AAD.:
pIeCE 12T paqang.nt AN

10 NQMFMFFT AL +RAT AAD.:

N NP NFFT o.mJFM+  Adhr  PMFA  hohme
my$$+/+1ARTT IC O+LLH BPRPF/UANT
PADNLL NFTT AR AT N&tHETF AN +1MRTH

19 AT85LTT mMFT ATEIPT ANTPRA AAML:
Na®ALe NFTT @A PA NE+PT AN

20 | PAFm HINA N&NCNFT MFTR1F AL +RAT
AAML::
naohge N 1 @A PMFLP NCht

2! MPC/PAMPL NMMFIFTT AL +FAP AADL:
naepge NA+7 @nm PAM PAL+HET &P

2 MY A+ NAMIFDIFTT AR +FAF AAMDL:
NaohZe NFFT AN PA ACHETY

23 | NARATT/N&FTURTH D 40 F/AADD 304
N@MFMFFT AL +RAT AAD.:
nay9nt  PMmmm- PA+MNE  7AAPTT UIT

22 N&NhFT MMt AR +RAT AFLFM
2FAA:

MmALP NFTT NARI9NT PARL/9IAT hAA/DNS

23  (h@¥BA.@Ht) dOPC/PAPC  NOMFTIIFTTY

AR +&FAT AAM.:
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mPePF/ YANT

24

25

26

27

28

29

30

31

32

mAe NFFT NUD ANNNZ ANAT AR PAM
ao+aqay M MFMFTT AL +RAT AAD.:
NAAZL NFTT Hef PAFPLMm TMUNZAN NULT
N1-929NC NOMFMIFTT AR +FAT AADL:
mALe NFTT NANT AhNN, +eMe APF PTRTh
ALHET  aITHPAMITE NRMFMIFTT AL
+&AE AADL:

NaALP NFTT Hef PAQ. PORAZt ATt
(&7 N HA) NORMFTIFTT AL
+&AT AAGL::

aaZe NFTT NUT ANNNZ ANAT AR PAML
a+aqay M MFMIFTT AL +RAT AAD.:
NAAZLe NFTT Hef PAFZm TUNZAN NULT
N9-9RaNC NORMFTIFTT AL +RAF AAMLH

Mm%y 3T APMThE NMFA h1PEF PADT HIES

P pacARE b PEPT

am/yt NARALP NFTFT AP 9INF AL +60F
AAD-::

am/yt PaRAZP  NFFTY WotEF  +meLtIT
ATYE AR +HOF AAD-:

Mm%t P +FOPPTT NAPNANA 18%F AL
ECA AAD-:
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