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Abstract 
 High performance government is vital for all countries; but more than any other things for 

developing countries like Ethiopia in general and Oromia Regional State in particular where 

much is expected from government to play custodian role, producer role, midwife role and 

husbandry role   in line with self-declared democratic developmental state. High performance 

government in turn depends on high-performing public organizations, high performance teams 

and high performing individual public servants. 

In effect, this dissertation is aimed at assessing the status of high performance practices of 

public entities at four tiers; namely government-wide, public organizations, teams and 

individuals through comparative analysis of the reported high performance and low 

performance categories. To this end, descriptive-inferential and mixed research approach are 

used to describe the status of high performance practices at each level and test existence of 

statistically significant difference between the reported high performance and low performance 

ones based on primary and secondary data collected through document analysis, questionnaires 

and interview. In order to carry out these analyses, primary data were collected from 851 

leaders categorized as high performance and low performance, 487 public servants from high 

performance and low performance sectors and 748 beneficiaries at service stations and public 

meetings and trainings; as well as 54 interviewees comprising of sector heads and deputy heads 

and member of the Caffee Oromia Standing Committee.  

The finding showed that government wide system designs are rated positively, while core 

management functions, accountability status, status of regional government capacity to deliver 

and status of public trust are all rated negatively. In connection with comparison of high 

performance and low performance  public organizations there is statistically significant 

difference between the two in terms of leadership quality, organizational system quality, human 

resource quality, public service performance quality and citizens-public sectors partnership 

quality. By the same token, there is also statistically significant difference between high 

performance and low performance team concerning team objectives, team values and team 

roles. Finally, there is statistically significant difference between high performance and low 

performance public servants pertaining to competency, attitude, ethics and outlook.  

It is therefore recommended that political will, public will and organizational will should be 
raised and integrated; as well as hardware(institutions) and software(human) should be 
transformed towards creating and sustaining high performance government system  in the 
region. 
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CHAPTER ONE: INTRODUCTION 

This chapter presents the background of the research, statement of the problem 

objectives of the study, research questions, purpose of the study, scope of the study, 

limitations of the study, structure of the dissertation and operational definitions of key 

term and concepts.   

1.1. Background of the Study 
Farmers in agricultural farm, players in the field, politicians in political contest, 

university professors and students in the classroom, soldiers in the battle field, musicians 

on the stage, athlete on race, public leaders and public servants running public affairs, 

business people in any industry, the country as a whole, team members jointly and 

individuals separately etc are all evaluated in terms of their performance in their 

respective field. Thus, concern about the performance of organizations has become a 

pervasive element in the world we live in (Beryl 2006, p. 1). 

So, managing and delivering performance is right at the center of any government 

(federal or central government agency; a state or local government; an education sector; 

the police, fire or other emergency services; courts; or national health care bodies or any 

public sector), charities; and not-for profit organizations as all of them need to manage 

the effective and efficient delivery of their services (Bernard 2009, p. 1). 

Berman E.M.(2006, p.3) also agrees  that public and non-profit organizations 

significantly affect, and have great potential to improve, the lives of citizens and 

communities in public safety, transportation, parks and recreation, economic 

development, education, housing, public health, environmental management, space 

exploration, social services, and more. Therefore, public service quality is central to the 

well-being of society, the health of the economy, the legitimacy of government, and 

hence citizens have a deep and growing concern about government performance. 

On the other hand, global trends that fundamentally influence the ways in which 

governments must operate, create and distribute wealth between citizens of any country 

demands building and managing government that maximize nation’s benefit from 

globalization, optimize utilization of scarce resources, foster technology development 
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and transfer to move the nation forward. On the contrary; failure to build and sustain 

such institution is a menace for the nation.  

To this end, performance management has never been more critical for government, 

public sector and not-for-profit organizations than it is today. This has forced many 

organizations across the globe to put their performance management on the top of their 

management agenda (Barnard 2009, p. 2) implying that performance management is the 

safest boat to get out of internal and external challenges on one hand and to stay vigilant 

and proactive on the other hand. Thus, business as usual and ordinary performance 

doesn’t put governments and public organizations on the competitive edge in highly 

interconnected and globalized world. As Goldsmith, S. and  Kettl .D. F. (2009, p. 2) says 

effective 21st century government requires a high performing government whose 

accountability systems are strong to satisfy public interest and which according to 

Kaufman et.al (2003, p.242) measure progress continuously, consistently and tracking 

progress to ensure that change is heading in the right direction.    

Such unprecedented concern for high performance government and quest for improved 

quality of public life has yielded tremendous progression from public administration to 

new public management, to new public governance or new public service. Though 

changes were there since ancient times, transformation taking place in public sectors all 

over the world since 1980s has opened a new era in public sector to realize high 

performance in government than before. This is witnessed by Nolan, B.C (eds.) (2001, 

p.24) when he says that NPM had constructive legacy for the field of public 

administration by putting a stronger emphasis on performance-motivated administration. 

Pollitt, Ch. and Geert Bouckaert, G. (2011, p. 60) also describe NPM and reform 

initiatives introduced from then on   as deliberate changes to the structures and processes 

of public sector organizations with objective of getting them to work better. 

Denhardt, J.V. and Denhardt, R.B. (2007, p. 13) also add that many public managers 

have initiated efforts to increase productivity, concentrated on accountability to 

customers and high performance, restructuring bureaucratic agencies, redefining 

organizational missions, streamlining agency processes, and decentralizing decision 

making. 
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As a matter of fact, NPM, New Public Service and public sector reform emanated from 

such core models have  potential to improve government capacity to fulfill the 

responsibilities of democratic governance; use public resources wisely and achieve the 

desired objectives; manage programs and people effectively and evaluate or assess 

whether goals are being met.  

However, the reality on the ground shows mixed results in which some organizations, 

teams, and individuals are successful and others have moderate performance while some 

other organizations struggle between live and die situation in executing their missions. 

For instance, Barclay, J. (2015, p. 5) as well as Cullen, R. B. and Cushman, D. B. (2000, 

p. 19) state that many transformations fail to have the impact that leaders are looking 

for.   

 Following such mixed results awarding agencies have kept on recognizing high 

performers based on their own criteria and  researchers `have been searching for factors 

that make difference between high performers and low performers. For instance,  some 

high performance award programs all over the world such as Investors In People Award, 

United Nations Public Service Award, OECD Public Sector Quality Award, European 

Institute of Public Administration Award, Public Service Award, All Africa Public 

Sector Innovation Award, etc have been offered  with   objectives to  foster innovations 

in governance; reward excellence in the public sector; motivate public servants to further 

promote innovation; enhance professionalism in the public service; build the image of 

public service; enhance trust in government; collect and disseminate successful practice 

for possible replication. 

Regarding the drivers for high performance, researchers and academia have been very 

busy in finding answers for the basic question; ‘How do some public, private and non-

profit organizations produce high performance results while others do not?’  In response 

of this very strategic question, researchers and writers  have contributed various 

scholarly  such as Collins, J. (2001) Good to great -why some companies make leap 

performance and others do not; Berman, E. M. (2006) performance and productivity in 

public and non-governmental organizations; Cullen, R. B. and Cushman D. B. (2000) 

Transitions to competitive government: speed, consensus, and performance; Young, N. 

M. (2005) Qualities of high performing organizations; Kirkman B. L., Lowe, K. P., and 
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Young, D. P. (1999) High performance organizations; Barclay, J. (2015) Conscious 

culture: how to build  High Performance organizations, Gorder Ch. V. (2015) building a 

high-performance organization from the ground up; Dreikorn,  M. J. (2014) creating 

high-performing sustainable organizations through integrated performance leadership;  
etc contributed meaningfully towards building and managing high performance 

organizations. These intellectuals have tried to find answers for similar questions 

independently from different dimensions implying that high performance agenda 

becomes the major concern not only for businesses, governments and non-government 

organizations but also for researchers, academia and consultants all over the world.  
As public managers around the world seek ways to do more, the need is growing for a 

practical approach to define measure and drive high performance in the public sector 

(Cole, M. & Parston, G., 2006, P.  22) which strongly need continuous researches to 

identify experiences of high performing government, high performing public 

organization, high performing team, high performing individuals, high performing city, 

and so on. 

With an objective to create and sustain  high performance public organizations, Oromia 

has implemented comprehensive   public sector reform programs  such as civil service 

reform program comprising top management sub-program, human resource 

development sub-program, service delivery improvement sub-program, public sector 

ethics sub-program, public expenditure sub-program), tax system reform program, 

information communication technology reform, justice system reform program, urban 

sector reform program, decentralization, trade reform, and so on in alignment with 

country-wide initiatives. However, for reform to be fruitful it must be fundamental to 

deviate from existing structures or paradigms; must be enforced or implemented 

practically; and must be intended so that unintended efforts and incremental change is 

unacceptable (Heyse, L., (eds.) et. al.(2006, p. 3).    

Thus, the study on assessing high performance government practices is vital to evaluate 

performance of public entities in terms of high performance factors at varying levels 

namely;  macro-level (government-wide), meso-level (public organizations), micro 

levels (teams and individuals) so as to identify the differential factors between high 

performers and the  low performer counterparts. 
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1.2. Statement of the Problem 
As an accountable and smart government is responsible for promoting economic 

development, distributing wealth and stabilizing economic activities through its policies 

and strategies, a well functioning public sector is an instrument that facilitates 

formulation and implementation of government policies and strategies (IMF 2000, p.8). 

The matching idea is that a high quality public service translates government’s broad 

and overarching vision in to coherent policy, strategy, objectives, actions, results and 

jointly contributes towards national, regional and local development for which 

government is the prime mover of such productive and development-oriented endeavors. 

Gavera, C., Ilies, L., Stegerean, R. (2011, p.1) also shares this idea when they state 

successful organizations as a key ingredients and engines for developing nations.   

When we consider the expected role of public service of countries pursuing democratic 

development state model like Ethiopia; it plays a pivotal role, shaping and transmitting 

national vision and engaging development agencies in public policy formulation and 

implementation; it is at the centre of delivery of public goods from efficient bureaucracy 

to assuring development infrastructure; it catalyses the private sector and other non-state 

actors by creating the enabling environment of macroeconomic stability, it supports 

government to draw up a long term vision and agenda , implement that consistently over 

time and adapt such policies in the light of changing circumstances, develops an 

environment that is conducive for non-state actors to produce efficiently and contribute 

to achievement of overall human development(Adie S., 2008, p. 7).  

According to Andrew et al (2011:1) leading smart transformation requires a holistic, 

rapid, flexible, dynamic approach, where leadership is integral to the process; 

stakeholders are fully engaged; and the transformation program is well planned with a 

clear roadmap linking the various components and asserts the importance of resigning 

government to achieve effective change. These scholars also reaffirm the importance of 

high level change and the quality of change agents for establishing and managing high 

performance government.  

As Deborah et al (2012:8) also advocate, governments all over the world are looking to 

improve their performance in all facets such as the use of public resources; the delivery 

of program outcomes; as well as the enhancement of transparency, accountability, 
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citizen participation and satisfaction which signifies the commitment of nations to 

transform their performances.    

As one can understand from the above illustrations, high performance governments 

along with their institutions are nitty-gritty to properly address socio-economic issues of 

their society by setting and meeting high level objectives and executing on daily basis. 

As far as Ethiopia is concerned, implementation of multi-faceted policies and strategies 

is underway through successive growth and transformation plans aligned with global 

commitments such the earlier Millennium Development Goals and the current 

Sustainable Development Goals whose success is largely determined by capacity and 

willingness of government machineries.  

To this end,  the incumbent government has launched nation-wide capacity building 

strategy, Civil service reform program and packages of  reform tools such as BPR, BSC, 

Civil Service Change Army, Citizens Charter, and  ICT  as enabler as well as sector 

specific reforms such as Justice System Reform Program, Tax Reform Program with a 

view to break institutional barriers, promote work culture, strengthening government-

citizens integration, promote good governance , enhance development-oriented mind-

setup , build government’s capacity to delivery and thereby creating high performing 

government and leading the transformation at the highest level. 

This attempt by Federal and Oromia Regional State is in congruent with Sharon (2011, 

p.15) who characterized high-performing states as those having history of continuous 

reforms and governments who shift their focus from traditional pre-occupation with 

service transaction to produce the larger public purpose or creating public values for 

citizen as explained by Parston and Goodman (2008, p.23). 

According to integrated performance management framework (BSC and 3600) being 

underway in Oromia Regional State, government-wide performance, public organization 

performance, team performance, and individual public sector’s performance are 

categorized as high performance (green threshold = > 4.00), medium performance 

(yellow= 3.00- 3.99) and low performance (red threshold = < 3.00) rated on five point 

scale  based on their strategy execution at macro, meso and micro level (Bureau of 

Public Service and Human Resource Development; 2014 and 2017). 
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 Despite regional government’s effort to bring public sectors’ performance to high 

performance status, only 8% of public organizations in the region frequently fall in 

green performance threshold, while 67% and 25% are in yellow and red performance 

threshold respectively based on repeated performance evaluation (Bureau of Public 

Service and Human Resource Development, 2015) implying that majority of public 

organizations ( 92%)  are not performing as desired as per this official report. Thus, the 

rationales of the current dissertation are as follows: 

First, while regional government is promising at high level to alleviate poverty, ensure 

good governance and combat rent-seeking political economy in condensed period of 

time and become middle income country by   formulating and implementing policies 

and strategies with high discipline, majority of public organizations within yellow and 

red performance thresholds which is contrary to government’s level of promise and 

citizens expectations. 

 On account of such performance gaps between expectation and actual performance of 

public sectors prevalence of poor governance and rent-seeking attitudes and practices are 

bitterly reported by public and media  during nationally declared deep-renewal program 

and thereof  which regional government also admits.    

The impact of such problem can be seen in context of the theory of population ecology 

contributed by Nilakant and Ramnarayan (2006:58) in which organizations termed as   

populations occupy an ecological niche in the environment where the niche provides 

resources for these organizations constituting the population. In this environment, an 

organization competes for resources; but if it does not meet the demands of different 

resource providers (i.e. niches), the organization’s existence can be threatened and fail to 

survive. In the context of public organizations the niche (i.e. tax payers) need value for 

tax money. As John and Joseph (2003:36) say, “Constituents demand higher levels of 

performance and they never demand low level of performance.” Accordingly, 

organizational death in public organization is not mainly liquidation or bankruptcy; but 

mission crisis and lack of trust.  Thus, the existing performance gaps have impact on 

regional government’s capacity to deliver its promise leading to more erosion in public 

trust and diminish legitimacy of regional government and its machineries unless the 
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cause of poor performances are scientifically studied and the way-outs are boldly 

recommended and accepted.  

Secondly, the proportion of public organizations currently categorized in green 

performance region (i.e. 8% of public sector in the region) is less than the critical mass 

to succeed with transformation effort the region deems to realize. As the ‘minimum 

amount of fuel is needed in the core of a nuclear reactor in order to start a self-sustaining 

chain reaction in the nuclear science, critical mass of people and organizations (i.e. the 

minimum number of high performers), should be at least 30–40 per cent for major 

transformation to happen (Nilakant, V. & Ramnarayan, S., 2006, p.148) while the 

existing high performance scenario in the region according to government report is only 

8% of public organizations. So, the study is vital to help regional government to 

mobilize the critical mass that helps the reform move forwards towards high 

performance status. Otherwise, the transformation effort will be in jeopardy if the 

current trend is not shifted based on scientific analysis and professional 

recommendations. 

Thirdly, the principle of social proof contributed by Cialdini, R.B.  (2001, p.72) assets 

that individuals and organizations rely on peoples and organizations around them for 

cues on how to think, feel and act or influenced by others who are similar to them. 

Unless study on high performance practices is conducted in the region and the center of 

gravity is shifted to green performance threshold through bandwagon effect in which 

good practices are quickly imparted to other public sectors; the practices of low 

performers (25% or three times larger than green performers) can be shared by high 

performers and hamper the grand transformation deemed by regional government. 

Fourthly, Tobias and Andréa (2014:2) state that majority of HPO studies conducted so 

far were concentrated in Europe, USA, Australia and Asia  and  recommend the need for 

further research focusing on validating the high performing organizations factors   in 

other countries ; identifying country specific factors contributing to high performance 

and country specific challenges to high performance in public institutions. Thus, 

conducting on high performance practices in the region can be considered as ensuring 

continuity of knowledge. 
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Fifthly, the reasons for differential performance among public organizations, teams, and 

individuals were not scientifically studied in Oromia so far.  Then, understanding 

attributes of high performing and low performing public sectors can pave the way for 

strategic move towards raising altitude of thinking and performance in public sectors of 

the region. Therefore, there is pressing need to carryout study on high performance 

practices to solve existing performance gap, minimize the impact of future problem that 

may arise from path theory of poor performers; as well as to fill the status gap in the 

region and contribute to solve societal problem as doctorial project. 

Thus, the current research can make a difference in the region by analyzing the status of 

high performance at four tiers such as regional government-wide, public organization 

level, team or public service change army and individual performer based on data 

collected   both from supply side and demand side of public service in the region. 

Public entity’s performance can be measured through objective and perceived 

performance (Bass & Riggio 2005, p.47) and (Laegreid & Koen 2010, p.6). For the 

purpose of this study the researcher used secondary data regarding   the rank of public 

entities that were objectively measured and primary data based on perceived 

performance of relevant stakeholders in relation to performances of regional 

government, public organizations, teams and individuals implying that both objective 

and perceived performance were analyze and triangulated to meet the study objectives.   

1.3. Objectives of the Study 

1.3.1. General Objectives 

The general objective of the study is to assess high performance government institutions 

at macro, meso and micro levels in Oromia Regional State against high performance 

parameters through comparative analysis of ‘high’ and ‘low’  performance units so as to 

help strengthen high performance government culture in Oromia Regional State. 
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1.3.2. Specific Objectives  
 

1. To analyze the status of regional government-wide actual and perceived 

performances based on document review and citizens’ evaluation of macro level 

services.   

2. To compare  ‘high and low’ performance public sectors against high performance 

public sectors attributes such as leadership quality, organizational system quality, 

service quality , human resource quality and citizens-public sector partnership 

quality  in ‘high’ and’ low’ performing public organizations   in Oromia Regional 

State 

3. To determine the correlation of high performance factors   in the public sectors of 

Oromia Regional State   

4. To assess the status of ‘high’ and ‘low’ performing teams in public sectors of 

Oromia Regional State in terms of high performance team attributes.  

5. To identify the status of ‘high’ and ‘low’ performing public servants in the region 

based on high performing individual attributes. 

1.4. Research Questions 
As Miller, G. J. and Yang, K. (2008, p.45) state, research questions are the focal 

questions a research project is intended to answer or a guide for the research project. 

Accordingly, this part of the dissertation deals with outlining basic research questions 

logically derived from statement of the problem and research objectives. The questions 

focus on descriptive inquiry to answer performance level of regional government, public 

sectors, teams and individual performers as well as the extent of correlation between 

high performance factors in public sectors of Oromia Regional State.   

To this end, the questions are designed in a way they are broad enough to guide the 

entire study and stated as follows:  

1. What is the status of regional government performance based on objective 

evaluation of performance report and as perceived by respondents in light of 

government-wide high performing criteria? 
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2. What is the status of ‘high’ and ‘low’ performing public sectors in terms of high 

performance parameters such as leadership quality, organizational system quality, 

public service quality, human resource quality and citizens-public sector partnership 

quality    in Oromia Regional State as perceived and rated by respondents? 

3.  What is magnitude and direction of correlation between high performances factors 

as applied for   public organizations in Oromia Regional State? 

4. What is the status of ‘high’ and ‘low’ performing teams in terms of high 

performance team attributes as perceived and rated by respondents? 

5. What is the status of ‘high’ and ‘low’ performing public servants in Oromia in terms 

of high performing attributes as perceived and rated by respondents? 

1.5. Research Hypothesis  

This part of the study intends to determine whether or not high performers and low 

performers in Oromia Regional State are significantly different on high performance 

factors at 5 % level of significance. In order to describe as well as test hypotheses 

regarding performances of high performers and low performers a descriptive-inferential 

model (Creswell, J. W. 2008, p. 137) is used in this dissertation. Accordingly, alternative 

hypotheses are: 

H1:  High performance public organizations attributes such as Leadership quality,  

organizational system quality, public service  quality, human resource quality,  and 

citizens- public sector partnership quality significantly vary between ‘high’ and ‘low’ 

performing public sectors  in Oromia Regional State. 

H2: There is statistically significant correlation between high performance factors in 

public sectors of Oromia Regional State 

H3: High performance factors such as Leadership quality, organizational system quality, 

public service quality, human resource quality, and citizens- public sector partnership 

quality make significant unique contribution to organizational performance in public 

sectors of Oromia regional State 
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H4:  Team performance on high performance team attributes significantly varies across 

‘high’ and ‘low’ performing teams in public organizations of Oromia Regional state. 

H5: 

1.6. Significance of the Study 

Individual public servant performance rate on high performing public servants 

attributes  doesn’t significantly varies across ‘high’ and ‘low’ performing public 

servants in public sectors of Oromia Regional State  

Ethiopia in general and Oromia in particular has declared commitment to bring about 

fast, sustainable and fair economic development and realize its Renaissance in three 

successive  phases of envisioned transformation such as lower middle income,  upper 

middle income and high income (FDRE; 2010). This level of ambition and promises is a 

black check without creating and sustaining high performance government; high 

performance organizations, high performing teams and individuals through relentless 

and uninterrupted efforts. It is also indisputable that high performance-oriented research 

can help uproot obstacles in the middle of the road and smoothen country’s progress 

towards intended destinations. 

Consequently, this study has the following significances: 

A) Policy significance: the study can be used as a stepping stone for regional 

government and policy makers to draw lessons and use for policy formulation to 

build vibrant public service system in the region   

B) Capacity building significance: the study can be used for capacity building 

institutions in the region such as Oromia State University, Oromia Regional State 

Leadership Academy and Bureau of Public Service and Human Resource 

Development of Oromia Regional State in designing tailored-training for public 

sectors, teams and individuals based on the level of their performance status.   

C) Institutional building significance:  The study can help public sectors in the region 

in creating aligned public organization; sustain public service reform and 

smoothening organizational transformation and solve strategic and operational 

problems in the public sectors. 
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D) Governance strengthening significance: The study   is grounded in unlashing  

public interest with the new public service paradigm; and hence help foster strong 

government-citizens integration for the common good  ; contribute to improve the 

E) Knowledge continuity significance  : The study can be used a reference for 

students and researchers who are interested to conduct study on high performance 

government practices in public, private and non-government organizations in the 

country. 

1.7. Scope of the Study 
The study has geographical scope, content scope and time scope. In relation to 

geographical scope, the study was conducted in Oromia Regional State with specific 

reference to public sectors involving from regional to district levels.  

In order to determine performance status at different levels, the status of high 

performance is evaluated at regional government level, public organization level, team 

level and individual civil servant level. In this regard, government, public organizations, 

team and individuals are evaluated based on high performance factors for respective 

tiers of public organizations such as corporate level(tier one), process or team level(tier 

two) and individual level(tier three).  

According to Talbot, C. (2010, p. 28) one level of government service   may be more or 

less constrained and ‘‘steered’’ in what it does by higher levels of government that is 

bound to have some effect on its performance. Treating one level of government service 

providing unit as if it was a ‘‘closed system’’ could easily distort analysis of 

performance considerably.  By the same token, different tiers of public entities 

reinforcing one other’s performance are jointly analyzed.    

As far as time frame is concerned, the study considers the result of public sector 

performance evaluation recognized by regional government during the first GTP period 

(2010-2015) to further study performance practices of high performers and low 

performers.  
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1.8. Limitations of the Study 

The following are the possible limitations of the study: 

1) As the study relies on subjective perceptions of the government’s; public sectors’, 

teams’ and individuals’  performance such subjective measures of performance may 

be affected by common-bias in which respondents may reply very high or very low 

on the rating scale based on their personal opinion. 

2) The secondary data used by the study are reports produced by public sectors and 

endorsed by regional council (i.e. Caffee Oromia).  Thus, misrepresentation of report 

data by reporting institutions may affect quality of the study. 

3)   Inherent complexity of measuring government’s performance in general and public 

sectors’ performance in particular in its entirety might also affect quality of the 

study. 

For instance, some respondents may prioritize self-interests than   shared interests (i.e. 

public interest or collective interest) and also government decision makers cannot 

somehow develop policy with which all citizens will agree (Denhardt, J. and Denhardt, 

R., 2007, p. 79) 

Nonetheless, the researcher has made utmost effort to increase validity and reliability of 

the study by using high performance factors that were frequently used by researchers 

who were conducting a study on high performance organizations. On top of that, the 

researcher has used carefully selected research methodology and methods to generate 

and triangulate data from different sources. 

1.9. Operational Definitions 
Actual Performance: refers to average achievement of regional government and public 

sectors realized by execution of the first growth and transformation plan.    

Government-wide performance: refers to the overall rating of regional government-

wide performance in terms of government-wide system, accountability, government’s 

commitment, government’s capacity to formulate and execute public policy and 

strategy, and   overall level of public trust on government as measured by respondents’ 

perception. 
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High Performing Change Army (team) :  refers to change army  with green 

performance threshold by  performing better on internalizing objectives of change army, 

keen to comply with change army values and implement change army roles to enhance 

team’s and organizational performance as compared to others and recognized by their 

organizations and relevant level of jurisdictions. 

High Performing Individuals: refers to public servants with green performance 

threshold and recognized as champions by their organizations and relevant jurisdictions 

based on their level of commitment, exemplary performance, capacity to delivery, 

attitude towards team work and public sector reform in their organization as compared 

to others. 

High Performance Public Organizations:  refers to public sectors whose performances 

have been in green performance threshold during the period of the first growth and 

transformation plan period and recognized by relevant authority as champions of the 

year by standing from one-to-three.  

Low performance organizations, teams and individuals: are those whose 

performances have been repeatedly reported within red performance threshold based on 

integrated performance evaluation comprising of BSC and 3600 during the period of the 

1st

1.10. Organization of the Dissertation Report 

 growth and transformation plan as confirmed by relevant authority. 

Perceived Performance: refers to regional government and public sectors as rated by 

respondents on five points Likert Scale. 

This dissertation consists of eight chapters. The first chapter deals with introductory 

issues such as introduction, statement of the problem, research objectives, research 

questions and hypotheses, purpose of the study, scope of the study, limitations of the 

study and operational definitions. The second chapter deals with  review of related 

literature in the area of  new public management, high performance government 

practices such as high performance public organizations, high performing teams and 

individuals,  high performance-oriented reform initiatives in Ethiopia and Oromia, High 

performance organization research literatures. The third chapter focuses on research 

methodology encompassing type of the study, population of the study, sampling 

strategy, methods of data collection, tools of data collection, methods of data analysis. 
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The fourth chapter covers data analysis with specific reference to respondents profile 

and regional government-wide performance(macro level) presentations and discussions; 

chapter five is related to data presentation and analysis applied to high performing 

public  organization performance (meso-level) ; chapter six deals with data presentation, 

analysis and interpretation concerning team performance (micro-level); chapter seven 

focuses on data presentation, analysis and interpretation  concerning performance of 

individual public servants(micro-level); and  chapter eight deals with summary of 

findings , conclusion; future research  and recommendations. 

 

 

 

 

 

 

 

 

 

 

 

 

 



17 
 

2. CHAPTER TWO: REVIEW OF RELATED LITERATURES 

2.1. Introduction  
A democratic government has key role in formulating and implementing public policy 

and strategy in consultation with citizens and in accordance with public interest. 

Accordingly, the role of government is assuring that public interest predominates so that 

both the solutions themselves and the process by which solutions to public problems are 

developed are consistent with democratic norms and the values of justice, fairness, and 

equity (Janet and Porter 2007: 66). This mission in turn depends on public institutions 

which are dedicated to provide not only public service; but also democracy to citizens 

according to the recent paradigm.  

This is consistent with Anand (2013:2) who says; “We are all institutionalists now”. 

According to him, economists acknowledge that policies are only as good as the 

institutions which design and implement them; political scientists agree that institutions 

are the critical element in good governance; and practitioners of development assistance 

emphasize the need for solid institutional foundations for sustainable development. In a 

nutshell, it is not beyond the fact to say government, public organizations and their 

human resources have far-reaching roles as facilitators and actors in fostering nation’s 

development while galvanizing development forces. 

Furthermore, 21st century as the century of knowledge economy and information 

economy needs its fittest government system, public organizations, teams and 

individuals who can meet or exceed citizens’ expectations and capable of  ensuring 

nation’s survival. Therefore; creating and sustaining high performance culture is a 

matter of necessity to get out of poverty trap and leading better life.  In the history of 

public administration, great efforts have been made and are being made to create and 

sustain high performance. 

 As societies’ development is forward looking and governments and public 

organizations are establishments created to run citizens sponsored policies and 

strategies, public administration and the paradigm that guide their operations are always 

in sustainable development since today’s organizations cannot be successfully led by 

yesterday’s assumptions.    
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  Therefore, the overall purpose of this chapter is to review and analyze relevant  

literatures concerning origin of high performance concept; perspective on creating high 

performance, high performing government, high performing organization, high 

performing team, high performing individuals, public sector management in Ethiopian 

context, and high performance related research activities.  This literature review and 

analysis enables the research to identify theoretical foundations of high performance and 

sets up conceptual framework to guide the study.  

2.2.   Theoretical  Review : Public Sector Performance and Its 

Philosophical Foundations  

  According to The American Heritage Dictionary  (1982) theory is defined as 

“systematically organized knowledge . . . a system of assumptions, accepted principles, 

and rules of procedure devised to analyze, predict, or otherwise explain the nature of 

behavior of a specified set of phenomenon” ( Robyn , Myrna & Robert 2013, p.4).    

The theoretical basis for the study of public sector organizations is drawn from different 

schools. Accordingly, public organizations’ mode of operation is characterized by a 

complex interplay between political and administrative governance and design, 

negotiations and promotion of self-interest, cultural features, and adaptation to external 

pressure and influence. The study of public organizations is confronted with competing 

theories, unsettled models and conflicting approaches; and also there is no general 

consensus as to what theory or what nucleus of competing theories   is most relevant for 

the study of public organizations implying that an organization theory for the public 

sector will be based on democratic theory and theories about decision-making in public 

organizations or organizational theory (Christensen, et al 2007, p. 9). 

Accordingly, this dissertation establishes itself in theoretical and conceptual foundations 

emanating from blended perspectives such as political-democratic approach, New Public 

Management, New Public Service and a new prescriptive organization theory.   

 Using these interdisciplinary theoretical basis simultaneously is based on the rationale 

to enhance comprehensiveness (i.e. consider internal and external environment of public 

organization), give attention to unique nature of public organization (i.e. political-

administrative nature), consider the recent developments and fill the gap in predecessor 
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theories and consider nature of developmental public service to analyze   public service 

in Oromia Regional State in the same context.  

As Babbie (2010, p.59) asserts theories function in three ways in research: (1) helping to 

avoid flukes (accidents), (2) making sense of observed patterns, and (3) shaping and 

directing research efforts. 

Accordingly, these theoretical underpinnings are vital and offer powerful analytical and 

empirical grounds to discuss high performance practices in Oromia Regional State.    

2.2.1. Democratic Developmental State and Public Sectors 

Performance    

First of all, this part of the dissertation doesn’t dedicate itself to political discourse 

between different political ideologies; but intends to analyze literatures on 

developmental state and democratic developmental state with respect to the nature of 

their public administration in terms of public service delivery and performance 

management system to help evaluate Oromia Regional State’s performance in this 

regard. This approach coincides with IMF (2000, p. 7) stated as, “Quality of public 

sector should be assessed in light of the objectives and priorities of the government at 

any given point in time.” 

According to Christensen, et al (2007, p. 9) , the influence a public policy has on society 

will depend on what resources the public sector has at its disposal, but also on how these 

resources are coordinated and how the public sector is organized. Furthermore, the 

organizational and operational modes of public organizations are not seen as neutral 

technical questions but as political questions. Based on this ground, nature of 

developmental public service is discussed within the context of developmental state and 

democratic developmental state as follows.  

A defining feature of developmental state is the assumption that the state can intervene 

effectively and allocate resources in a way that benefits the national economy to a 

greater extent than if it relied solely on market forces (i.e. neo-liberalism ideology) that 

belief in small state   (David H. 2008, p. 30) 

Developmental state is described as the state that places economic development at the 

top of government policy priorities and design effective instruments to promote such a 
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goal (UNECA, 2013) cited in Claudious (2017, p. 65). In addition, Fritz and Menacol 

(2007, p.533) say, “We understand a developmental state to exist when the state 

possesses the vision, leadership and capacity to bring about a positive transformation of 

society within a condensed period of time. According to Ghani et al., (2005), Leftwich 

(2000) and Rotberg (2004) as well, developmental states are usually characterized by a 

leadership which is strongly committed to developmental goals, and which places 

national development ahead of personal enrichment and/or short-term political gains 

(Fritz & Menocal 2007, p. 4). 

This description spells out that developmental state is led by a vision which intends to 

achieve high performance (i.e. transformation of society) with urgency (i.e. condensed 

period of time) that actually hinges on leadership quality and performing capacity of the 

state.  

Van Dijk and Croucamp(2007, p. 664) on their part describe that  the new 

developmental state(i.e. democratic developmental state) is one where equal emphasis is 

given to the concepts development through performance, managerial, technical and 

bureaucratic efficiency and effectiveness and institutional rationalization and 

transformation, while maintaining the democracy which provides a voice for the poor 

and marginalized, protects and accrues the rights of citizens, promotes institutional 

separation of powers and functions, transparent decision making, accountability and 

effective monitoring and control.  

From this we can understand that the new developmental state give equal focus for 

development and democracy which further strengthen the collaboration of development 

alliances such as government, citizens and businesses. Here lies the importance of the 

fittest public service system that matches ambition of developmental state- high level 

performance. As Kealeboga (2009, p.1) states developmental public service and 

administration is an efficient and effective state administration or apparatus; committed 

to clearly outline and systematically implement development plans and programmes that 

consciously seek to address poverty and underdevelopment and the democratic 

component of the state refers to ensuring accountability for citizen as well as fostering 

public participation in country’s governance and decision making.  
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 Accordingly, democratic developmental state is a state which is both developmental and 

also committed to advance democratic values for the two can reinforce one another.  

This is along the lines of Matlosa (2005, p. 4) who admits the importance of democratic 

governance   for sustainable economic development as well as      liberation of the 

people, state, society and economy from domestic tyranny and foreign domination 

fundamental to democratization.   

As Chang (1999) cited in David (2005, p. 4) states, democratic developmental state must 

articulate vision, build institution; coordinate for change and management conflict. A 

developmental state is distinguished from others by both its ideology and structure 

where its ideology is developmentalism in that it conceives of its mission as that of 

ensuring economic development, in terms of high rates of accumulation and 

industrialization. Structurally, the state must have capacity to implement economic 

policies sagaciously and effectively (Mkandawire 2001, p.290). Omano (2005, p.10) 

also states that it is organizational structures that enable developmental state to promote 

and achieve better economic performance. Meyns and Musamba (2010) also state that 

performance-oriented governance and   fully functional and effective institutions are 

some of the key factors for successful development of East Asian countries (Asian 

Tigers)  

 In light of this description, democratic developmental state needs both software 

(development-oriented mindset) and hardware such as administrative and governance 

structure to realize the intended vision-beating poverty and backwardness (Kim 2007; 

Weiss 2010; Dadzie 2013) in short period of time as compared to others by 

strengthening  high performance work practices in public administration. 

For instance David (2015, p. 12) identifies that Africa National Congruence (ANC) 

identifies four attributes that are crucial to attaining a developmental state consisting of:  

1) strategic orientation: this is an approach premised on people-centered and people-

driven change, and sustained development based on high growth rates, restructuring 

the economy and socio-economic inclusion  

2) state leadership capacity to lead in the definition of a common national agenda and 

mobilizing all of society to take part in its implementation;  
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3) state organizational capacity: structures and systems should facilitate the realization 

of a set agenda; these include policy and implementation permutations within each 

sphere, allocation of responsibilities across spheres as well as effectiveness of inter-

governmental relations;  

4) Technical capacity: ability to translate broad objectives into programmes and 

projects to ensure their implementation.  

On top of this, William (2009, p.10) also add that at the core of any developmental state 

is the state that is efficient, well-coordinated and staffed with skilled employees. Put 

different way, the state must have the administrative, technical, political capacity and 

competency to set national goals and make use of committed, capable and autonomous 

bureaucracy.    

Accordingly, one cannot claim itself as developmental state when there is no clear 

strategy, committed and capable leadership across different administrative spheres, 

organizational capacity such as seamless organization and public service as well as 

administrative spheres who have capacity and commitment to perform at high level.   

According to Adie (2008, p.7), the roles of public service encompass the following 

roles: 

1) It plays a pivotal role, shaping and transmitting national vision and development 

agencies in public policy formulation and implementation. 

2) It is at the centre of delivery of public goods from efficient bureaucracy to assuring 

development infrastructure such as transport and communication network, energy to 

power development and quality human resource through education and provision of 

health facilities. 

3) It catalyses the private sector and other non-state actors by creating the enabling 

environment of macroeconomic stability, just and predictable rules, and delivery of 

vital services 

In addition to the above lists, the litmus test of effective public service in the 

developmental state consists of  
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1) The capacity of the public service (competent, qualified, and professional staff to 

support government to draw up a long term vision and agenda and to implement 

that consistently over time. 

2) The ability of the state to adapt such policies in the light of changing circumstances. 

3) The development of an environment that is conducive for non-state actors to 

produce efficiently  

4) The achievement of overall human development. 

The roles and litmus of public service effectiveness in developmental state is an 

indication of the fact that maintenance of peace, ensuring socio- economic development, 

creation of enabling environment for non-state actors, building good governance, 

combating rent-seeking, and ability to take advantage of global trends by an large 

depends on an efficient and effective public service that perform at high level.  That is 

why Adie (2008, p.8) says, “If the elected government (politicians) are “the father of” 

developmental state, “the mother” is no doubt the public service of the country.” This 

means, government is as developmental as the people who serve within it. 

Such argument   is  substantiated by  Adie (2008, p.15) who  have studied  the 

experience of effective New Industrialized Nations of East Asian countries and 

identified their public service attributes  that contributed to socio-economic development 

and good governance as:    

1) efficient and effective in services delivery  

2) highly professional and capable 

3) operating according to merit-based principles, combined with sensitive 

management practice 

4) loyal in the execution of government policies and strategies 

5) strongly committed to public interest;  

6)  disciplined and intolerant of unproductive or unethical behavior such as rent-

seeking attitude and practices 

Steve, Cal and Danny (1998, p. 11) also adds that public bureaucracy constitutes the 

most important agent of state structure; and bureaucrats in the East Asian developmental 

states are technically competent and highly convergent in their goal orientations. 

Furthermore, Abdullah (2008, p.3) also agree that a strong state supported by a highly 
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competent, professional and meritocratic public administration have delivered the 

success stories of East Asian countries implying that public service of developmental 

states are developmental public service that has served as the direct and enabling force 

of the state to realize its mission. 

 According to Fakir (2007) also public administration of developmental state is governed 

by the following basic values: 

 A high standard of professional ethics; 

 Efficient, economic and effective use of resource; 

 Public administration must be developmental oriented; 

 Service must be provided impartially, fairly, equitably and without bias; 

 People’s needs must be responded to and the public must be encouraged to 

participate in policy – making; 

 Public administration must be accountable; 

 Transparency must be fostered by providing the public with timely, accessible and 

accurate information ; 

 Good human resource management and career – development practices to maximize 

human potential; and 

 Public administration must be broadly representative of the diverse people with 

employment and personnel management practices based on ability, objectivity, 

fairness, and the need to redress the imbalances of the past to achieve broad 

representation (Adebabay 2011, p. 7) implying that core values of public service in 

developmental state are set a high level to guide their operation towards high 

performance 

 While civil servants in the Western countries (countries that are the center of neo-

liberalism ideology)   might be as adept or skillful, talented and loyal as their Asian 

counterparts, they were not considered to be developmental in the same sense as in 

countries such as South Korea (David H. 2008, p.18) indicating that developmentalism 

is the unique feature of public service in developmental state and democratic 

developmental state.  

Thus, public service in a democratic developmental state focuses not only on the 

delivery of services, but also crucial for economic and social transformation, and they 
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are seen as integrated parts of the political-administrative system. Hence, it needs 

committed and competent leadership; committed and competent public servants with 

development-oriented mindset, suitable structure, strong relationship between 

government and citizens aimed at fostering realization of national goals. 

Though  most discussions  about public services of developmental states in  East Asian 

Countries generally shows a success history, the ontological horizon of this dissertation 

is extended to analyze achievements and challenges of Oromia Region’s Democratic 

Developmental State practices based on  high performance and low performance public 

organization, teams and public servants.   

2.2.2. Organization theories and Public sector Performance 

Organization theory is the study of formal structures, internal processes, external 

constraints, and the ways organizations affect and are affected by their members 

(Jonathan 2004, p. 9).  

Successful study of public sector performance depends on choosing from stock of   

organization theories that have been in consistent development since their inception.  In 

this regard, the current dissertation is framed to study high performance government 

practices within the framework of new public management theories, new public service, 

political-democratic approach and a new prescriptive organization theory 

2.2.2.1. The New Public Management and Public Sector 

performance 

The New Public Management refers to a cluster of contemporary ideas and practices that 

seek to use private sector and business approaches in the public sector and draw values 

from the market and business (Janet et al 2007, p. 12).  In view of the New Public 

Management, market can operate most effectively to ensure quality of life and economic 

opportunity and advice government to run like a business. Accordingly, the key 

principles underlying the model seemed to be that the government should only be 

involved in activities that could not be more efficiently and effectively handled 

elsewhere and that government should, wherever possible, be organized along the lines 



26 
 

of private enterprise- that New Public Management relies heavily on market 

mechanisms to guide public programs (ibid, p. 30). 

 Kettl (2005, p. 17) also adds that the New Public Management movement is a 

commitment to “managerialism,” with assumption that better management will solve a 

wide range of economic and social ills effectively. Thus, the core of the New Public 

Management movement is to transform how government performed its most basic 

functions by making government smaller. 

In terms of its contribution;  some of the good ideas of the New Public Management are 

its focus on creating mission-oriented government as opposed to rule-driven 

organizations, creating result-oriented government, creating decentralized government 

and team based organizations as opposed to hierarchical organizations, etc (Janet and 

Robert 2007,  pp. 17-18) 

However, the examination of the literature in public administration clearly demonstrates 

that old public administration and new public management approaches do not fully 

embrace contemporary government theory or practice (Box 1998; Luke 1998; and Miller 

1998). As Kettl (2005, p.43) spells out the management reform movement is about 

government administration-its structures, tools, and processes. However, administration 

is highly linked to governance, and both are rooted in politics. This implies that 

management reform strategies must fit into a nation’s governance system-and they must 

be supported by the political system if they are to succeed. 

This is why Christensen and Laegreid (2007, p. 6) also  says that  the main features of 

the polity, the form of government and the formal structure of decision-making within 

the political– administrative system may all affect a country’s capacity to realize 

administrative reforms. 

Accordingly, theories that drive the New Public Management which advocates market 

mechanism and intends to replace some of government function by market, as well as   

intention to create small government do not fully embrace requirements of the 

democratic developmental state and high performance government.  

Despite considerable grey areas between public and private organizations that shows 

their similarity, public organizations in democracies differs from private sector in 

fundamental ways as follows (Christensen, Lægreid, Roness & Røvik 2007, pp. 6- 8):    
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First of all, public organizations have elected leaders: regardless of whether a public 

organization is close to or far removed from the political leadership, there is a 

democratically elected political leader at the top to whom the organization is 

accountable who in turn is accountable to citizens; in contrast to private enterprises 

which are accountable to a board originating from the shareholders, public organizations 

are responsible to a democratically elected leadership that is, in turn, accountable to the 

people through general elections. 

Second, public organizations differ from many private-sector organizations in that they 

are multifunctional. This means, they cope with partly conflicting considerations, such 

as political steering, control, representation and participation by affected parties, co-

determination of employees, transparency, publicity and insight into decision-making 

processes, predictability, equal treatment, impartiality, neutrality, and quality of 

services, professional independence, political loyalty, efficiency and effectiveness 

Third, most public organizations differ from private organizations in that they do not 

operate within a free and competitive market as market has a limited capacity to handle 

problems that require public intervention. 

This demands public organizations, administrators and public servants to focus on their 

responsibility to serve and empower citizens as they manage public organizations and 

implement public policy. In other words, with citizens at the forefront, the emphasis 

should not be placed on either steering or rowing the governmental boat as 

recommended by new public management, but rather on building public institutions 

marked by integrity and responsiveness (Janet 2007, P. 23) which will lead us to 

consider theories and principles of the new public service which fill the gaps created by 

the new public management. To this end, the current dissertation has used theories of the 

new public service as complementary to the new public management paradigm to 

address aspects not properly addressed by predecessor approaches as follows:  

2.2.2.2. The New Public Service and public Sector Performance  

As discussed in the aforementioned section, New Public Management has great 

contribution to create high performance government practices. Nonetheless, it has gap to 

consider the unique nature of public organization and intends to make government like 
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business in many respects. According to Janet and Robert (2007, pp. 42-43),  this gap 

can be bridged by the New Public Service paradigm - a set of ideas about the role of 

public administration in the governance system that places public service, democratic 

governance, and civic engagement at the center. 

The New Public Service is governed by the following principles which enhance 

government and public sectors performance:  

a) Serve Citizens, Not Customers: requiring public servants do not merely respond to 

the demands of “customers,” but rather focus on building relationships of trust and 

collaboration with and among citizens. This principle promotes that people who are 

involved in decision making are more likely to support those decisions and public 

institutions involved in making and carrying out those decisions. On top of that, 

Schachter (1997, p. 26) states that citizens are not only customers; but they are also 

“owners” and hence decide what is so important that the government will do with 

public money. Accordingly, citizens are described as bearers of rights and duties 

within the context of a wider community. Therefore, the New Public Service 

approach suggests that people acting as citizens must demonstrate their concern for 

the larger community, their commitment to matters that go beyond short-term 

interests and their willingness to assume personal responsibility for what happens in 

their neighborhoods and the community and government must be responsive to the 

needs and interests of citizens. This thinking will strengthen integration of 

government and public sectors with citizens that will be considered as an engine in 

producing high performance government and public organizations. 

b) Seek the Public Interest: This demands public administrators and public 

organizations to contribute towards shared interests and shared responsibility than 

prioritizing quick solutions driven by individual choices. This principle reaffirms 

that the centrality of the public interest (shared public interest) in government service 

as opposed to self-interest which public choice theory in New Public Management 

considers as primary and most appropriate basis of decision making. This indicates 

that citizen trust and confidence in government are built on the perception that 

governmental policy is focused on the public interest and hence public organizations 
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which visibly concentrate their efforts on increasing the well-being of community 

can close the gap between citizens and government.  

c) Value Citizenship over Entrepreneurship: The public interest is better advanced by 

public servants and citizens committed to making meaningful contributions to 

society than by just entrepreneurial managers acting as business man as in New 

Public management. Therefore, public organizations are expected to maximize 

citizens’ values in their service provision. 

d) Think Strategically, Act Democratically: Policies and programs meeting public 

needs can be most effectively and responsibly achieved through collective efforts 

and collaborative processes. On top of this, public organizations should have long-

term orientation to transform their nation and improve well-being of citizens. At the 

same time, public organizations should comply with constitutional and democratic 

values instead of market mechanism alone. 

e) Recognize that Accountability Isn’t Simple: Public servants should be attentive to 

citizens more than the market; they should also attend to statutory and constitutional 

law, community values, political norms, professional standards, and citizen interests. 

Furthermore, public organizations should operate with accountability to uplift their 

citizens and country from poverty and backwardness by properly implementing 

public policy and strategy. This requires public servants to unleash their knowledge, 

skills and energy with development mindset to register high performance as 

organization, process or teams and individuals in their organizations. 

f)  Serve Rather than Steer: It is increasingly important for public servants to go much 

distance to help citizens articulate their shared interests  and serve them to meet their 

expectations rather than attempting to control or steer society in new directions. This 

requires public organizations to engage citizens at all fronts in implementation of 

public policy and programs so that public servants know and serve citizens interest 

as community of purpose. In this regard, service-oriented attitude in the public 

sectors can buy support from citizens to launch and implement big projects without 

significant resistance.  

g) Value People, Not Just Productivity: Enhancing productivity is what all 

organizations need and it is vital for the nation as a whole.  However, realizing 
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productivity needs heartfelt collaboration among organizational actors. Public 

organizations and the networks in which they participate are more likely to be 

successful in the long run if they are operated through processes of collaboration and 

shared leadership based on respect for all people.   

Accordingly, organizational humanism and democratic citizenships are the two   

important theoretical root of the New Public Service.  

In an early work Golembiewski (1967, p. 305) citied in Denhardt (1999, p. 405) 

criticized the traditional theories of organization which emphasis on top-down authority, 

hierarchical control, and standard operating procedures. As a remedy to solve traditional 

approach he urged managers to create an open problem-solving climate through the 

organization so that members can confront problems rather than fight about or flee from 

them. This requires building trust among individuals and groups throughout the 

organization, to supplement or even replace the authority of role or status with the 

authority of knowledge and competence. 

Furthermore, he claims that such idea can  maximize collaboration between individual 

and units whose work is interdependent and to develop reward systems that recognize 

both the achievement of the organization’s mission and the growth and development of 

the organization’s members as managers work to increase self-control and self-direction 

for people within the organization, to create conditions under which conflict is surfaced 

and managed appropriately and positively, and to increase awareness of group process 

and its consequences for performance. 
Furthermore, Barry, Hope and Rajesh (2002, pp. 149-156) state that citizens want state 

institutions in their countries to be democratic, efficient, effective and strong; capable of 

standing up to powerful global forces; efficient in the use of public resources; and 

effective in delivering the public good. This scholarly contribution identifies the role of 

the state to be service provider, facilitator and promoter and calls for public sprit and 

ownership instead of focusing on efficiency and effectiveness or market mechanism 

alone. 

Furthermore, distancing of government and public sectors from the lives of ordinary 

people weakens customary forms of accountability and lead to a highly corrupt and self-

seeking public officials and public servants (Barry, Hope & Rajesh 2002, p.135).  To 
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this end, the current dissertation considers that democratic governance has paramount 

important in creating high performance organization.  

It is difficult to talk about high performing government and high performing public 

sectors practices in the absence of active citizens’ engagement. On top of that, the nature 

of government practices this dissertation deals with is performance of public sectors in 

democratic developmental state that strongly demands bottom up engagement of 

citizens. As a matter of fact, considering theory of democratic citizenship as one of the 

basic theories is found to be crucial so as to help researcher to assess how far citizens 

have trust on regional government performance and also to what extent public 

organizations have attachment with public in satisfying their shared interests. The 

intention behind, democratic citizenship  here is that creating high performance 

government and public organizations needs synergetic effort both from government and 

citizens each of which have responsibility to work for common good- socio-economic 

transformation. Accordingly, citizens evaluate government and public sectors 

performance based on common interest than self-interest.     

According to Sandel (1996, pp. 5–6) cited in Janet (2007, p. 30) , citizens look beyond 

their self-interest to the larger public interest, adopting a broader and more long-term 

perspective that requires knowledge of public affairs and also a sense of belongingness, 

a concern for the whole, and a moral bond with the community whose fate is at stake.    

On the side of public organizations, King and Stivers (1998) assert that public 

organizations and administrators should see citizens as citizens (rather than merely 

voters, clients, or “customers”) and should trust in the efficacy of collaboration. 

Therefore,  public spirit needs to be nourished and maintained and that can be aided by 

constant attention to principles of justice, public participation, and deliberation, not just 

efficiency and market mechanism in order to perform at high level with public capacity. 

Regarding the comparison of  between different theories, Denhardt and Denhardt (2000) 

cited in Yang and Miller(2008, p. 47) state that in old public administration, the role of 

government is rowing (designing and implementing policies focusing on a single, 

politically defined objective) and the approach to accountability is hierarchical 

(administrators are responsible to elected officials); in New Public Management, the role 

of government is steering (acting as a catalyst to unleash market forces) and the 



32 
 

approach to accountability is market-driven (administrators are responsible to 

customers); and in new public service, the role of government is serving (negotiating 

and brokering interests among citizen and community groups, creating shared values) 

and the approach to accountability is multifaceted (administrators are responsible to law, 

community values, political norms, professional standards, and citizen interests). 

2.2.3. The New Perspective Organization Theory and Public 

Sector    

According to Christensen et al (2007, p. 1) , an organization-theory approach to the 

public sector presupposes that one cannot understand the content of public policy and 

decision-making in public organizations without analyzing the organization and 

operational modes of the political- public administrative systems. This scholarly work 

also highlights that the internal features of public organization will influence how it 

identifies and solves problems, which consequences it emphasizes and what evaluation 

criteria it uses. In addition to internal factors, a public organization’s mode of operation 

will also be influenced by other formal organizations in the public sectors, private 

sectors, citizens and global environment. So, let’s further see about internal and external 

conditions of public organization based on instrumental and institutional perspectives as 

follows:  

A. Instrumental Perspective in Public Sector   
Public organizations have goals – ideas about what they would like to achieve or realize 

in the future. In order to accomplish their future goals, they have organizational 

structures, methods, responsibilities, rights and duties to various units and positions 

which will be the central characteristics of instrumental perspectives. The formal 

organizational structure allows leaders to secure capacity for analysis and the right to 

participate, and hence the opportunity to exploit the latitude for action these 

organizational frameworks provide. Furthermore, formal organizational structures and 

processes are considered as formal norms which organization and its members should 

follow when they execute their roles and responsibilities and strive to meet their 

intended goals.  



33 
 

Public organizations   satisfy  (1) purpose principle, or sector principle in which 

mandates or purposes are distributed for separate ministries ;  (2)  process principle in 

which responsibilities are assigned to units and individuals in a given ministry ; (3)  

geographical principle implies that an organization’s structure reflects a territorial 

division of society such as federal, regional, and local level of governments.  

Furthermore, the choice of organizational form depends on the type of environment in 

which it operates. Thus, public organizations can be affected by local, national and 

international environments and be affected by the same; and hence improved 

continuously based on internal and external dynamism. 

 From instrumental perspective, these public organizations have a problem- a perceived 

distance between a desired and an actual state of affairs. This will require problem-

solving actions to reduce and eliminate this distance between actual and desired state of 

being.  

Problem-solving journey depends on capacity to identify the gap between goals and 

actual status, identifying possible alternatives to achieve intended goals; evaluating 

future consequences of each alternative, decision making rules between alternatives. The 

departure between public sectors may be on perception of their problem, identification 

of relevant alternatives and assessment of their consequences; as well as in their 

potential to implements the chosen alternatives to goal achievement.   

 The capacity to achieve goals depends on the concept of full instrumental rationality or 

bounded rationality. The concept of full instrumental rationality refers to an organization 

having clear and consistent goals, a full overview of all the alternatives and full insight 

into the consequences which these alternatives will bring in relation to its goals. 

Accordingly, organization chooses the alternative that gives the maximal or the greatest 

degree of goal achievement which will be realized in only few situations where public 

organizations perform all works with full knowledge, certainty and all the required 

resources with them. 

 On the other hand, bounded rationality implies that public organizations operate in 

complex environment, have incomplete information (lack of complete insight), 

encounter shortage of resources, have knowledge gap or do not have better knowledge 
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base   so that they choose an alternatives that yields good enough, or an acceptable 

degree of goal achievement (Christensen et, al 2007, pp. 22-30) 

 Thus, public organizations are unified actors that emphasize on formulating and 

executing strategies to realize their agreed or common goals within a very turbulent 

socio- economic environment; budget constraint, knowledge and information 

constraints.  From this point of view, this dissertation assumes that studying high 

performance practices in public sector doesn’t necessarily means that high performance 

is based on complete knowledge and perfect information; but depends on setting and 

executing ones strategies within multiple challenges. Public sectors performances are 

not only affected by quality of their organizational structures and processes; but also by 

values and beliefs mainstreamed in the organization and influence of their external 

environments. Therefore, the following sections deal with institutional perspectives that 

will influence organizational performances. 

B. The Institutional perspective in public sector  
 
The way organizational members behave can be affected by informal norms that are 

developed with an organization or acquired from its external environment; where the 

former is cultural perspective and the latter is the myth perspective.    

Cultural perspective refers to informal norms and values which are found in established 

traditions and organizational cultures that an organization’s members internalize or 

acquire through experience and daily work with their colleagues. This culture is 

developed and internalized through evolutionary and natural development process on 

account of internal and external pressure.   

The significance of an organizational culture often becomes apparent when the public 

administration goes through reform processes. Under this circumstance, human resource 

of an organization may accept or refuse implementation of reform ideas.  One important 

aspect in building organizational culture is path dependency in which good culture built 

at the start of introducing a wave of democratization, a wave of decentralization, or a 

wave of public sector reform will keep the organization on the right path regardless of 

various constraints.  

In this regard, a well-developed institutional or cultural characteristics of public 

organizations foster increase internal unity, improves quality of service, strengthen 
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human resource quality, saves public resources, ensure mission achievement, save guard 

human resource and increase public trust though strong culture can also be rigid unless 

and otherwise properly led. 

On the contrary, path dependency has disadvantage when administrative resistance or 

established norms and values exceed political will to change. However, short-term 

failure of reform program due to strong resistance may be followed by long-term 

success for the proposals, because political and administrative actors, as well as public 

opinion, may eventually lead to reach consensus in favor of implementing the new 

proposal. Consequently, success from implementation of the new program will be used 

as civic education for the people and all affected by the change initiatives. Therefore, 

Path dependency is a double-edged sword that both offers possibilities and imposes 

constraints due to administrative traditions, norms and values (Christensen 2007, et al, 

pp. 37-42) 

From the path dependency theory we can understand that strong work done in terms of 

buying hearts and minds of public servants, leaders and all reform actors at the onset of 

reform program will enable to sustain reform and achieve high performance. On the 

contrary, initial work that doesn’t match the level of change required will gradually 

build poor work culture that will be the impediment to realize organizational objectives.   

So far, we have seen how institutionalized culture norms- both formal and informal; 

affect organizational performance implying that quality of quality of an organizational 

system determine success and failure of public organizations. In addition to their internal 

environment (i.e. structure, process, values and beliefs), public organizations can also be 

influenced by its external environment as it will be discussed below.   

C.  The myth perspective in Public sector   
Public organizations are located in institutional environments. Accordingly, they are 

exposed to external ideas and recipes such as public sector reforms which have been 

circulating in institutional environments since the early 1980s as an attempt to transfer 

private-sector-inspired reform processes to public sector. These reform ideas have been 

brought to shape all aspects of modern organizations, such as reform for modernizing 

management and leadership, reform for designing   organizational structure, reform for 
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human resource management, reform for organizational culture and work environments, 

reform for organizing work processes, reform for financial management, etc.  

The formal adoption of popular reform initiatives in public organizations can have 

numerous reactions such as quick coupling (implementation), rejection and decoupling.  

In case of quick coupling, popular reform ideas can be implemented deliberately and 

quickly according to rational plans and principles to render the expected positive effects. 

On the other hand, rejection of reform ideas shows that skepticism and pessimism 

scenario towards reform initiatives results in successfully resisting reforms initiatives in 

the public sector. 

Regarding the decoupling outcomes, myths or recipes are ideas that lie on the surface of 

organizations like varnish and function as a kind of window dressing intended to 

convince the environment that the organization is modern and efficient, without it 

actually changing very much on the inside indicating  the slower process of translating 

ideas into practice(Christensen 2007, pp.  57-62). 

As it can be seen from myth perspective, public organizations approach public sector 

reform from different motives. For instance, some of them   trust the transformative 

power of those reform initiatives; others implement it to seem modern organization and 

get acceptance from those around them; some talk the talk but never walk the talk; and 

the rest organizations totally abandon reform implementation by giving various 

preconditions as cover-up. Therefore, high performance or low performance may 

emanate from the level of openness of an organization to public sector reform.  

 Generally, the new perspective public organization theory recognizes that the study 

towards performance of public organization needs to consider instrumental perspective, 

cultural perspective, and myth perspective. 

2.2.4. Concepts of Performance in Public Sector 

Berman and Evan (2006, p.3) elucidate performance as one that   keeps public and non-

profit organizations up-to-date, vibrant, and relevant to society; the point that Colin 

(2010, p. 2) also shares by explaining that all organizations-both public and private 

sectors; are established for purpose and those with an interest in those purposes are 

always going to ask the question of how well they are doing. Thus, organizations which 
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do not properly contribute towards improving well-being of society can indisputably 

worsen citizens’ welfare.  

Performance in context of public entity can be defined as managing public programs for 

outcomes; using public resources and mandates and meeting public objectives and 

expectations (Richard & Evan 1999, p. 15) 

In addition, Radin (2006) cited in Dooren, Geert and John (2015, p.29), also explain that 

performance is realization of public values such as efficiency, effectiveness, 

accountability, participation, and innovation. In words of Boyne (2002, p.19), 

performance refers to realizing public values such as effectiveness, responsiveness, 

citizen satisfaction and democratic outcome such as participation and accountability.  In 

light of these scholars, depth and width of public entities’ performance is so broad that it 

encompasses service delivered to citizens, extent of compliance with constitutional and 

democratic values; success of public projects, public satisfaction and so on. However, 

these descriptions are not yet comprehensive enough to incorporate internal performance 

of an organization regarding the work done to improve institutional building such as 

human capital development, information capital, organizational capital and business 

process.  

 Now, let’s turn to see the concept of performance as contributed by different renowned 

institutions in developed countries to see the scope of performance in detail. One of such 

performance concepts is the one jointly agreed by five public bodies in the United 

Kingdom that are involved in performance policies and reporting such as HM Treasury, 

the Cabinet Office, national Audit Office, Audit Commission, and Office of National 

Statistics) and independent scholar from USA. According to them, performance is 

evaluated in terms of three basic concepts consisting inputs (resources that contribute to 

delivery of public services), out puts (goods and services produced by public 

organization), out comes (intended results from government actions and provide the 

rationale for government interventions) that are further broken down in to three 

components consisting quantity, quality and satisfaction. Furthermore, intermediate 

outcomes, efficiency, effectiveness, cost-effectiveness, economy and process are 

introduced between the three basic concepts and their components as measurement of 

performance (Colin 2010, pp.  46-49). 
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This performance concept shows that the scope of performance is so wide to address 

inputs, process, output, intermediate outcomes and final outcomes. However, it doesn’t 

comprehensively spell out public sector performance in terms of internal quality 

(learning and growth or work done as learning organization) which enable public sectors 

to perform at high level. Putting it differently, the aforementioned performance 

dimensions deal with what is delivered alone than how it is delivered. Consequently, this 

approach was being constantly challenged both by public and private organizations.  

As a remedy, ‘‘balanced scorecard’’ framework (Kaplan & Norton 1992) or the 

European Foundation for Quality ‘‘Excellence’’ model, ‘‘Comprehensive Performance 

Assessment’’ (CPA) of English local government and the European Union’s ‘‘common 

assessment framework’’ (CAF) for public services have emphasized and legitimately 

included the analysis of both ‘‘results’’ and internal ‘‘capacities’’ in  measuring and   

ranking   public sectors and local authorities  performances (Colin 2010, P.51). 

For instance, Balanced Scorecard approach dictates that a mix of lag and lead   

performance measure must be utilized where lagging performances are results at the end 

of a time period and leading performances are measures that “drive,” or lead to 

performance of lag measures (Paul 2003, p.207). Thus, a performance management 

system that upholds both result and internal capacity linked by value creation chain 

based on BSC is more preferable to understand public entity’s performance in 

comprehensive way. 

Furthermore, when performance is conceptualized with attention to both the quality of 

actions and the quality of achievements, it may be typified as sustainable results and it is 

the productive organization-one that has the capacity to perform and converts this 

capacity into results such as outputs and outcomes (Wouter, Bouckaert and John (2015, 

p.4). 

Therefore, the contemporary performance concept in public sector is that recognizes the 

recent development in public administration; extends in scope to consider the unique 

nature of public organization beyond their private sector counterparts;  balances both 

work  done internally on human resource and system improvement,  as well as the 

benefit achieved by citizens externally, and ultimately the progress made towards 
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realizing an overarching mission of an organization in particular and the nation in 

general.  

2.2.4.1. Approach of Assessing Organizational performance 
As this dissertation is concerned with assessment of high performance practices in 

Oromia Regional State, this sector of the study stresses on discussing different 

approaches of performance assessment available in literatures.   

Cameron (1980) cited in Robert and Charles  (2006, p.47) proposes that there are four 

primary performance dimensions to evaluate organizational performance: (i) whether an 

organization accomplishes its goals and objectives; (ii) the acquisition of critical 

resources; (iii) whether an organization has effective systems and internal trust; and (iv) 

whether an organization has satisfied its stakeholders or not.   

This performance dimensions focus on assessment of goal achievement, organization’s 

performance in terms of mobilizing the necessary resources, organization’s performance 

in terms of improving its internal process, and organization’s performance in delivering 

service to beneficiaries.  

On the other hand, Drucker (1954) cited in  Robert and Charles (2006, p.58) highlight 

the ultimate dimension of organizational performance as: (i) innovation; (ii) 

productivity; (iii) physical and financial resources; (iv) performance and development of 

managers; (v) worker performance and attitude; and (vi) public responsibility implying 

both multidimensional and multi-constituencies. 

According to this elaboration, assessment of organizational performance incorporates 

organization’s performance in terms of continuous improvement, organization’s 

performance in terms of resource mobilization and utilization, organization’s 

performance with respect to work done on improving quality of leaders and employees 

and service delivered to beneficiaries.  

Still other scholars such as Ford and Schellenberg (1982) cited in  the same work (ibid. 

p. 52) identify  performance evaluation approaches of an organization in terms of  goal 

achievement( goal-based), work done on improving organizational system, and 

satisfaction of beneficiaries.   
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 Finally, American Institute of Science (2015, pp.460-466) has integrated performance 

dimensions contributed by different scholars in the following manner.  

1) Rational-Goal Approach 

Rational goal approach is the earliest   approach and is characterized by an identification 

of goals to measure performance. The basis of the rational goal approach is the 

Weberian concept of functional rationality. According to this concept, an organization is 

rational when its elements are organized to achieve organizational goals. This approach 

centers on the degree to which organizations realize their goals. Thus, the rational-goal 

or goal-attainment approach has its roots in the mechanistic view of organizations and it 

is difficult to assess organizational performance without somehow relating to an 

organizational goals 

2) System-Resource Approach 

The system resource model defines the organization as a network of interrelated sub-

system. Accordingly, the out puts of one sub-system can be the inputs of another sub-

system; the organizational systems functions effectively to the degree that its subsystems 

are in harmony and are coordinated to work together. 

System resource approach evaluates effectiveness in terms of organization’s ability to 

exploit its environment in the acquisition of scarce and valued resources or focus on an 

organization’s ability to attract resources to ensure viability. In this case, attracting 

necessary resources and maintaining a harmonious relationship with the environment is 

central to the application of the systems model. 

Thus, the system-resource approach deals with predictors or enablers of organizational 

effectiveness. This system-resource approach appears to be most useful in those 

organizations in which    accurate input measures are available such as budget oriented 

organization. Nonetheless, a high volume of acquired resources does not guarantee 

effective usage implying that both acquisition and fruitful utilization is important for 

realizing high performance. 

3) Internal-Process Approach 

According to this approach, organizational effectiveness is defined as smooth internal 

functioning and is assessed through criteria of internal health that focuses on internal 
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processes that increase the ability of organizations to cope with changes in the 

environment. 

The approach is rooted in both the system and the human-relations models of 

organizations. According to this model; organizations that can offer a harmonious and 

efficient internal environment are viewed as effective organizations. The process model 

emphasizes the internal logic and consistency among the throughput processes of the 

organization since they convert an organization's inputs into desired outputs. However, 

the limitation of this model is its reliance on the one-sided view of measuring 

effectiveness (i.e. internal process of an organization).  Another problem that is common 

to the goal attainment, systems resource, and internal process model of effectiveness is 

their failure to consider the political nature of public organizations. 

Public organizations are political entities, whereby multiple constituencies (volunteers, 

coaches, paid administrative staff, state representatives, citizens, etc.) function together 

to realize organizational goals and seek satisfaction for their needs or expectations which 

necessitate the multiple constituents approach. 

4) Multiple-Constituencies Approach 

The multiple-Constituency framework integrates several models of effectiveness: system 

resources approach, goal attainment approach and process models whose focus was 

respectively on the input, output and throughput of an organization. This approach 

conceives effectiveness not as a single statement but recognize that organizations have 

multiple constituents or stakeholders who evaluate effectiveness in different ways. The 

multiple constituency models can provide a more representative picture of 

organizational effectiveness, use constituents’ satisfaction as measure of organizational 

performance. Since it recognizes the political view of effectiveness, it is a viable 

alternative for investigating effectiveness in public organization. 

Generally, there are various approaches to assess organizational performances ranging 

from single-dimension (goal-oriented; or system resource oriented or internal process) to 

multiple constituency models. 

Consequently, strategic management perspective (Robert and Charles 2006, p. 45) and 

balanced scorecard perspective (Stewart 2011, p. 97) designed based on multiple-

constituency framework which integrates all performance dimensions: goal-oriented, 
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system resource-oriented, internal process-oriented is recommended for modern 

organizations.  

Therefore, this dissertation is based on analyzing high performance practices of public 

organizations whose performances were evaluated and ranked based on Balanced 

Scorecard framework- the modern strategic planning and performance management 

framework which goes with multiple constituency approach. Following the concept of 

public sector performance, the next section is dedicated to analyze the concept of high 

performance organizations contributed by different authors as follows: 

2.2.4.2. High Performance concept in public organization 
After establishing the absence of biblical and authoritative document that define high-

performance organizations, Lawrence (1999) forwards his high performance definition 

as:  

 a set of modern practices and principles of work, management and 

organizational design which also encompasses high performance work system 

and high performance team that are necessarily linked to the concept of a 

high-performance organization (p.1). 

 In light of this description, adopting contemporary management practices and designing 

the fittest organizational system, as well as building high performance teams contribute 

to high performance. Generally speaking, the definition focuses on two major aspects of 

an organization such as quality of organizational system and quality of team built in an 

organization.     

According to Ryan (2010, p.4), “High-performance organizations are organizations that 

recognize their employees and teams as critical to their success.” This high performance 

definition stresses on human side of an organization; namely human resource quality and 

team quality as determinants of high performance organization.   

Furthermore, Evans and Lindsay (2012, pp.155-156) also characterize high performance 

work with features such as flexibility, innovation, knowledge and skill sharing, 

alignment with organizational strategy, customer focus, and rapid response to changing 

organizational needs. This description tells us that high performing organizations are 

committed to continuous capacity development, instill strategy focused organizational 
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culture and committed to change-orientation, continuously improve their service 

delivery and   value their beneficiaries. Generally, organizational system quality, human 

resource quality and service quality are stated here as major contributors of high 

performance organization.     

As per Prasit and Somchai (2010, p.7) high performance organization (HPO) are those 

entities which perform differently from traditional organizations following a 

conventional hierarchical management approach. In view of this elaboration, 

implementation of public sector reform and creating flat organizational structure will 

contribute to high performance in public organization. Thus, high performing public 

organizations do not follow business as usual approach while executing their mission.     

Furthermore, Brewer and Selden (2000) describe high performance organizations as:  

organizations that are clear on their missions, define outcomes and focus on 

results, empower employees, motivate and inspire people to succeed, are 

flexible and adjust nimbly to new conditions, are competitive in terms of 

performance, restructure work processes to meet customer needs, and 

maintain communications with stakeholders(p.4).  

This definition highlights that high performing organizations are known for their 

strategic orientation, quality of organization and customer partnership, quality of 

organizational system, quality of human resource in an organization, and quality of 

result achieved by beneficiaries.   

Pickering (2008, p.135) defines high performance as simultaneous delivery of three   

elements; namely quality of products and services, outstanding customer value, and 

sound financial performance. In this context, improving service delivery system to 

realize customer values such as satisfaction, responsiveness, timeliness, convenience, 

courtesy, and customer relationship which Kaplan and Norton (2000, p.93) describe as 

customer value propositions are indicators of  high performance organization. 

  On top of that, good financial performance in public sectors can be public financial 

management system that ranges from resource mobilization, effective and efficient; as 

well as accountable utilization to deliver value for tax money. 

Besides, Nicole (2005) stresses on the decisiveness of unity and common objectives 

when he characterizes high performance organizations as: 
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 The boat whose rowers are in sync (harmony) with each other so that it 

goes farther and faster in the desired direction because the rowers 

coordinate their movements to reach a common goal and the common 

wisdom of “walk the talk” applies (p. 1) 

 This explanation depicts that organizational synergy and human resource commitment 

are pillars for creating and sustaining high performance organization. 

Harrison (2008) also adds the importance of organizational synergy as: 

 High performance is the productive interplay of diverse forces and 

characterized by wholeness, health, and harmony. It is harmonious, 

including all elements of harmony both consonance and dissonance, in that 

multiple forces work together to create a unitary flow. It is whole in the 

sense that there is a clear focus, direction, and purpose. It is healthy in that 

the toxins of its process (metabolic by-products in organisms) are 

eliminated effectively and without prejudice to itself or environment (p. 56).  

This implies that human resources in high performing organizations have common 

destination, produce synergetic result by working in harmony, minimize resistance and 

organizational politics to speed up their race towards common goals as well as to save 

their environment; and they are value-driven to deliver their promises. 

Kim and Bang (2013) also looks at high performance organizations in the following manner: 

A High Performance Organization is an organization that achieves results 

that are better than those of its peer group over a longer period of time, by 

being able to adapt well to changes and react on these quickly, by managing 

for the long term, by setting up an integrated and aligned management 

structure  , by continuously improving its core capabilities, and by truly 

treating the employees as its main asset  

This definition also characterizes high performance organization with result-orientation, 

team work, strategic –orientation, change-orientation, and seamless structure, and 

organizational alignment, quality of organizational system and human resources of an 

organization.   

When we analyze definitions of high performance organizations presented above, there 

is no one best definition. For instance,  some focus on human resource quality; some 
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focus on organizational system quality; some focus on human resource quality and 

organizational system quality; some focus on system quality, human resource quality, 

team quality  and result quality; some focus on commonality of objectives and result 

quality. Therefore, this dissertation integrates features of high performance organization 

to conceptualize in more comprehensive way.   

2.2.4.3.  High Performance Concept in Public Organization: From 

Inception to Recent Development 
Ingraham (2005), Bouckaert and Halligan (2008) cited in Dooren, Bouckaert, John 

(2015, p. 16) agree that performance agenda should cover where it came from, what it 

has promised and where it is going. In this regard, it is reasonable to discuss history of 

high performance in public sectors in order to show trends from inception to 

progression. According to American Management Association (2007, p. 2), concepts 

and measurements of high performing organizations have roots that extend at least back 

to the beginning of the Industrial Revolution ; though high performance is explicitly 

written  and spoken only in the recent time. 

According to Hitt (1979) and Smit et al. (2007, pp.30-49), changes seen  in 

administrative theories since Industrial Revolution to-date are categorized as  classical, 

neo-classical and contemporary theories each of which promise to improve performance 

in one way or another.  Bouckaert and John (2015, p.43) categorize this performance 

movement as (1) Pre-World War II, (2) performance movement through 1950s to the 

1970s, and (3) performance movement from 1980s onwards. On the other hand, Evan 

(2006, p. 17) categorizes the evolution of productivity concept as the period of 

industrialization(1900-1939), the period of  WW II (1939-1945), the period of postwar 

growth(1945-1965), the period of program analysis(1965-1980), and the period of 

quality paradigm ( 1980 onwards) . From these scholarly contributions, we understand 

that public organizations have been in progress from period to period towards better 

performance that matches the level of economic and societal development at each 

period. 

In light of Willcoxson (2000) cited in Brewer, Gene and Sally (2000, p. 15), high 

performance is considered to be achievable in two different ways; namely humanistic 
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perspective and rational process perspective. Eric and Manda (2001; p. 1) on their part 

recommend socio-technical system perspective (i.e. an integral theory of work design 

and quality of work life) as the third approach to create high performance organization. 

A) The Rational Process (Mechanistic) Perspective and  High Performance 

Organization 

Performance strategies associated with the rationalization of work processes are often 

discussed in connection with Taylor’s scientific management.  As AMA (2007) quoted 

by Mulimbika (2014, p. 3) states, high performance theories have roots that extend to 

the beginning of industrial revolution such as Taylor during the late 1800s and 

beginning of 1900s. In addition, Lawrence (1999, p.2) also admits that the origins of 

high performance organizations can both be found in the work of Frederick Taylor and 

the development of Henry Ford’s factory pertaining to the development of scientific 

management that was viewed as “modern” during those periods.    

According to AMA (2007, p.10), when Industrial Revolution began the new working 

environment necessitated new work habits such as punctuality, regular attendance, 

mechanical pacing of work effort and standardization of work. On the other hand, the 

then line of thinking at that time was that employees do not properly exert their effort to 

achieve their organizational objectives. This line of thinking in turn has resulted in 

designing policy, structure and system to control employees’ performance. Thus, in the 

machine analogy of organizations during classic management there was great concern 

for improving organizational effectiveness   in the form of technical efficiency. 

As mentioned by Partnership Resource Center (2006, p.  8) this first phase in the context 

of  public sector, is called ‘government by efficiency’  where efficiency in public 

administration drew heavily upon the scientific management principles associated with 

private sector  that  set out the single best way to carry out any particular function. 

 According Wouter, Bouckaert and John (2015, p.44), performance movements 

developed at the end of the nineteenth century and the beginning of the twentieth 

century in public organizations comprises of (a) the social survey movement, and (b) 

scientific management and the science of administration. These movements were 

emanated from different background, respectively social reformers, engineers and 

specialist administrators, and large corporations. The driver factors for inception of such   
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movements were a response to the social context of industrialization, poverty and social 

unrest, and governments’ high involvement in rent-seeking practices and attitude. 

Therefore, the performance movements of the day sought to answer these societal issues 

through rationalization and quantification of policy and public administration. 

As per this development, the social survey movement was a movement of social 

reformers who needed facts about social problems by answering such questions as the 

number of people under poverty, the reason for being poor and strategies that should be 

in place to alleviate poverty. In this work, actors of social survey have tried to 

demonstrate both performance dimension and instrumentality of performance 

measurement to a policy agenda. 

On the other hand, the scientific management and the science of administration   in the 

public sector were driven by the need for infrastructure development and resource 

mobilization which resulted from industrialization. In addition, existence of highly 

corrupted   government that stood in the way of the development of large infrastructures 

such as national railways and sanitation works has necessitated scientific management 

and science of public administration.  

 Ridley and Simon expressed the importance of scientific management and science of 

administration at that time when they say,  

“A generation ago a municipal government was considered 

commendable if it was honest; today we demand a great more 

of our public service that is both    honest and efficient and thus 

government institutions needed a professional workforce and 

rational Weberian style regulation in which administration is 

now seen  as profession and a science” (1938: 1)   

Thus, the application of science to the practice of management, development of the basic 

management functions; articulation and application of specific principles of 

management in organizational settings both in private and public organizations are the 

primary contributions of the classical school of management or mechanistic and rational 

process approach towards high performance culture acceptable at those times.   

Thus, the rationalistic approach is positioned as an efficiency-driven and control 

oriented ideology with strong emphasis on the centralization of decision making, 
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development of policies and procedural specifications, unambiguous roles and 

responsibilities, a high degree of formalization, divisible tasks, high specialization, 

standardization and functional department to reduce   duplication. Those methods have 

established the basis for improving productivity, made improvement that led to lower 

cost of products and established the roots for thinking about creating high-performance 

organization. 

Despite its early contributions towards high performance concept, scientific 

management theories (rational process or mechanistic process approach) couldn’t escape 

criticisms for not recognizing organizational dynamism and   human side of an 

organization that has necessitated looking for new alternatives such as organic process 

approach towards high performance work system. Now, let’s turn to humanistic or 

organic process approach towards high performance organizations 

B)  The Humanistic (Organic) Perspective and  High Performance 

Organization 
The range of criticisms on rational process or mechanistic organization theories has 

triggered humanistic or organic perspective after WW II. As Evan  (2006, p. 19)  

explains, the humanistic or organic organization perspective has emphasized on 

increasing work productivity through collaboration and claims that workers are best 

motivated by better communication between managers and employees, greater 

management involvement in employees working lives and working in team spirit.  

In this regard,   humanistic perspective see an organization as a social system subject to 

the attitude and cultural patterns of organizational members, group dynamics, 

leadership, motivation; participation and job environment as a route to create high 

performance. That was a new approach which facilitated the movement from structure 

centered work set up to human centered work set up that required fundamental changes 

in the thinking and attitude of both management and workers towards creating and 

sustaining high performance organizations which Evan M.  (2006, p.20). 

 Therefore, the humanistic approach has distanced itself from the rationalistic view by 

centering on individual wellbeing, employees’ development, work conditions, job 

satisfactions, and communication which were not the case in rational process approach.  

This human resource perspective offers employees greater opportunity    for involving in 
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decision making over work process. The legacy of this approach is that getting relief 

from the burden of over control and getting more autonomy and discretion, having more 

influence over outcome of work; employees will synergize their efforts and   perform 

with excellence. In addition, humanistic approach is related to high commitment and 

high morale, gain confidence in their work and organization and ultimately accountable 

for result.   

In a nutshell, the humanistic perspective believes that high performance is attributed to 

investment in the ‘softer’ people aspects of organizational life and this perspective 

drives organizations to value, trust, develop and empower employees, recognize 

organizational culture, encourage cooperative modes of operating and stakeholders’ 

engagement so as to achieve high performance. 

Nonetheless, the humanistic approach couldn’t escape from criticism as it gives more 

concern to human side alone; but less concern to the task, structure, efficiency and hence 

fails to see an organization in its entirety. In response of this limitation, socio-technical 

approach (i.e. the contemporary management approach) has come as a remedy to create 

and manage high performance organizations. 

C) The Socio-technical Theory to   High Performance 
Both rational process model and humanistic approaches have created a vacuum in the 

way they perceive an organization. The rational process approach has strongly focused 

on mechanistic perspective; while organic or humanistic approach has focused on 

humanistic perspective in building high performance organizations. Accordingly, 

rational process approach has sought to increase production by rationalization of the 

work organization; and the humanistic approach has tried to increase production by 

humanizing the work organization and understanding human resources’ psychological 

and social needs at work to create high performance organization. 

As one proceed to socio-technical approach (contemporary public organizations), 

modernizing organizational system (hardware) and treating human resource as valuable 

and irreplaceable assets (software) should go hand-in-hand in creating and sustain high 

performing modern organizations. Such marriage of rational process and humanistic 

perspectives known as socio-technical approach was first coined by Eric Trist and others 

at the Tavistock Institute in London in 1963 when they began studying the environment 
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of organizations and the interaction of the technical system of work and the social 

systems in private sectors. Accordingly, how well the social and technical systems are 

designed with respect to one another and that the external environment determines how 

effective the organization will be. On top of that, organization as open system like every 

living organism depends upon interaction with its environment and needs to be 

responsive to environmental needs which ultimately determine its survival. Such 

openness drive organizations to be customer- focused and committed to continuous 

improvement to meet ever-changing customer needs.  According to Michael (2004, p. 

17) this perspective is equated with  Social Darwinism or Requisite Variety which 

implies organizations to have capabilities to recognize the need for change and adjust 

itself by integrate new capabilities   to sustain its existence and perform at higher level.  

Since the mid of 1980s, the traditional approaches of public organizations were 

challenged as those practices fails to suit the modern organizational dynamism both 

theoretically and practically. In this regard, introduction of the modern managerial 

approach and the adoption of new forms of public management shows the emergence of 

a new paradigm in the public sector which embrace and operate in rapid, unpredictable 

and changing environment as opposed to traditional public administration that was 

established to run a state in a stable and predictable way in a relatively static 

environment. Now, an attempt to create high performance organization has received a 

new perspective from mechanistic approach and organic approach since the new 

approach recognizes the importance of both human side and organizational system.  This 

new approach in public sector is termed as new public management theory synonymous 

with socio-technical approach in private sector whose purpose is ultimately creating 

high performance organization and government. 

Besides, CIPD (2007) cited in Australia Industry Group (2012, p. 14) mentions that high 

performance organizations have been characterized as being everything that the 

Tylorists employee practices are not or the diametrical opposite of employment 

strategies based on short time cycles, skill minimizations, and one right way. 

Accordingly, it can be deduced   that the concept and yardstick of high performance 

organizations has been developing gradually based on progressive insights. 
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Therefore, public administration under contemporary management approach exhibits a 

more citizen-centered approach, emphasizing public involvement in public policy 

formulation, implementation and evaluation which in turn demands public organizations 

to redesign their process and focus on creating innovative leadership, foster co-operation 

among employees in order to ensure effectiveness and efficiency in public service 

delivery indicating the feature of high performing organizations (Dobuzinskis 1997, pp. 

300-302).   

In this regard, New Public Management is a typical concept that describes how 

management techniques in private sector are applied to public service arena and it 

deviates considerably from the rational process model and humanistic framework by 

jointly applying rational process and humanistic approaches to create high performance 

organizations.  In addition, O’ Flynn (2007, p. 6) and Stoker (2006, p. 46) state that 

NPM can be described as post-bureaucratic and competitive system with a clear and 

dominant focus on result-orientation. 

Stephen (2013, p.30),  Osborne and Gaebler (1992, pp. 11-12 ) also agree that traditional 

public administration or public bureaucracy is sluggish, rule-bound, rigidly hierarchical, 

performing far less effectively than they should or could. As a remedy, the New Public 

Management Paradigm has contributed a package of reform initiatives as a deliberate 

effort to transform government in terms of its functions and organizational structure, 

improving human resource policies and providing institutional support so as to 

strengthen the culture of innovation in public sectors and promote high performance. 

Mulgan and Albury (2003) also agree with importance of innovation when they describe 

public sector innovation as creation and implementation of new processes, products, 

services and methods of delivery which result in significant improvements in outcomes, 

efficiency, effectiveness or quality. In their view, innovation in public sector can be seen 

as improving the current services delivery process by redesigning citizen-centered 

service system and making information communication system more accessible to 

citizens; adapting a tested and proven reform idea to new organizational context such as 

borrowing great ideas from private sectors and applying to government-wide; and 

developing entirely new services  with a view to deepen high performance culture in 

public organizations to achieve national, regional and organizational goals.  
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Thus, New Public Management approaches employs the principles of flexibility, task 

discretion, organizational ‘de-layering’ and worker participation by implementing a 

series of innovative practices from which high-performance paradigm was derived 

(Jason Hughes 2008, p. 9) 

This fact is boldly stated by Lawrence (1999:3) who acknowledges the international 

effort to build and manage high performance organization through progressive reform 

initiatives. In his line of analysis, the knowledge base of high performing organization 

starts from scientific management and proceeded to Total Quality Management, 

Business Process Reengineering and Internet Technology and so on. Now, let’s see how 

New Public Management reforms are related with high performance as shown below.  

According to Colin and Stephen (1999, p.5), Total Quality Management is a general 

philosophy and set of ideas having paradigm wholeness which everything an 

organization, a society or a community does can determine its reputation. It is a 

comprehensive management paradigm that emphasizes customer orientation, 

benchmarking, empowerment and   holistic view of production and delivery and 

processes (Evan 2006, p. 21). Furthermore, Edward (2002, p. 39) describes TQM as a 

series of step-by-step improvement in quality. Therefore, TQM as reform initiative 

under the umbrella of NPM paradigm is intended to enhance organizational performance 

through continuous improvement, citizen-centric, quality-oriented   motives. Another 

reform initiative contributed by NPM paradigm is BPR is aimed streamlining service 

delivery; help organization in deep trouble to get out of their poor performance; enable 

proactive organizations to escape foreseeable problem challenges; and help leading 

organization to be leader in future as well.  As Hammer (1993) and Hammer and Stanton 

(1995) elaborate, BPR is the fundamental rethinking and radical redesign of business 

processes to achieve dramatic improvement in critical, contemporary measures of 

performance, such as cost, quality, service, and speed.  In words of Hamel and Prahalad 

(1994) also re-engineering aims at rooting out needless work and getting every process 

towards enhancing customer satisfaction, reducing cycle time and increasing total 

quality. Strengthening this idea, Susan Page (2010:18) states that people become 

interested in process improvement for a number of reasons such as to minimize 

customer complaint, reduce errors, improve efficiency, minimize handoffs, improve 
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productivity, and avoid duplications and so on. According to these elaborations, 

implementation of BPR as change initiative is aimed at removing organizational barriers 

and leading to competitive, citizen-centric and change friendly high performance 

organizations.  

NPM has also enabled   Balanced Scorecard to be implemented in public sector to 

enhance organizational performance.  Balanced Scorecard was developed in the early 

1990’s as a new approach to performance measurement system as a remedy for short-

termism and past orientation in traditional measurement system (Kaplan & Norton 

1992). Gradually, its scope was broadened and its implementation has transcended the 

boundary of private sectors and adopted by public sectors and NGOs.  As Paul R. 

Niven(2005, p. 13)  explains, just as a person is born and matures, so does the balanced 

scorecard do from measurement system to strategic planning and management system 

and finally  as a powerful communication tool describing and articulating strategy.  

According to Henrik , Gavin and Michael (2000, p. 13) balanced scorecard is 

implemented to improve understanding of cause and effect relationship and improve 

management decisions and actions; align operational activities with strategic priorities 

based on mission and vision statement; prioritize strategic initiatives, facilitate two way 

communication of strategy and strategic issues across large organization; and focus 

management agenda more on future strategic issues than on historic financial issues. 

Furthermore, BSC is used for enhancing organizational performance since it deals with 

mission , vision, organizational strategy ; creates strategy focused organization and get 

ride off organizational barriers while strengthening organizational alignment and driving 

organizational  performance( Lee 2006, p. 52) and Paul R. Riven (2014, p.1).  

In addition, balanced scorecard enables an organization to balance internal and external, 

tangible and intangible assets, long term and short term which is very crucial for 

organizational performance.  
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In relation to importance of balanced scorecard which balances all aspect of an 

organization, Linda (2005) says: 

                Organizations need also to recognize the symbiotic relationship 

between the ability to survive and thrive (achieve business 

success), the health of the organism itself (culture), and the way 

in which the constituent parts (employees) are nourished and 

nurtured. In high performance organizations the focus is on 

reconciling seemingly incompatible needs to be both short and 

long term; both fixed and continuously changing; both 

externally and internally facing; both directed to the needs of 

the organization as a whole and to the needs of individuals; and 

intent on both harvesting the fruits of yesterday’s labors and 

planting for tomorrow (p.13) 

As per this description, high performing organizations have balanced view for their 

customers and employees, inputs and out puts, tangible and intangible assets, strategic 

and operational issues as well as internal and external performance results implying that 

implementation of balanced scorecard can enhance organizational performance in 

multiple dimensions. Linda (2005, p.31) also adds that modern high performance 

organizations places human resource needs and expectations in the balance, alongside 

organizational needs than previous management theories.  

Thus, this dissertation is based on high performance theory developed within socio-

technical theory (i.e. New Public Management theory, New Public Service and New 

Perspective of Public Organization Theories) and Developmental Public Service since 

this approach is conducive to assess organizational performance in more comprehensive 

way. 

2.2.5. Models of High Performance Government System 
Government has wide roles and responsibilities in terms of designing and implementing 

policies and strategies to foster economic, administrative, social, peace and order based 

on democratic and constitutional values. In addition, the status of government 

performance is determined by extent of synergy among actors in government system. 
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Hence, synergy of one from government-wide to individual public servant is nitty-gritty 

to build strategy focused government and high performing government as Stephen and 

Donald (2009, p. 3) says, “Translating big ideas into reality requires collaboration 

among many players.” Accordingly, any level of government can affect and be affected 

by actors in the system such as public institutions, teams and individuals and its 

environment. On the other hand, IMF (2000, p. 2) says that “High quality public sector 

is necessary to ensure that good policies generate desirable and durable effects.” Thus,   

actors in public entity reinforce one another.  

  According to  Deborah et al  (2012, p.3) , the level of performance in government is 

categorized as:  macro-level - High Performance Governance System (HPGS), Meso-

level - High Performance Organizations (HPOs) and the micro-level - High Performance 

Groups and Individuals (HPGIs) in which high performing groups and individuals are 

considered in the 3rd

2.2.5.1. High Performance Governance System (HPGS) 

 tier. On the other hand, the three-tier model is upgraded to four-tier 

model by the same authors (ibid., p. 9) comprise of  high performance government, high 

performance public organizations, high performance groups and high performance 

individuals where groups and individuals are now placed in different tiers unlike the 

previous one. Thus, the current dissertation follows the four-tier model to analyze high 

performance government practices in Oromia Regional State.   

High performance government refers to Meta-governance that relies on four tools such as 

policy and resource framing; institutional design; facilitation; and participation (Haveri et al, 

2009). In this context, high performing governments are characterized by quality of policy, 

organizational systems established for policy and strategy execution, creating conducive 

environment for policy execution and actively engaging in the system.  

In addition, Alford and O’Flynn (2012) describe high governance system as: 

 The government-wide structures, processes, norms, rules, regulations 

and policy frameworks that set the parameters for organizational actions 

including budgeting, sector-wide personnel frameworks, and 

custodianship is vital in creating an enabling environment for 

development(p.250).  
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Generally, government-wide performance analysis focuses on strategic level 

performance that reflects collective performance of public service organizations and 

government system.  Accordingly, this dissertation stresses on analyzing the status of 

commitment and performance capacity, core management functions, accountability and 

public trust on government. 

A) Status of Government Capacity and Commitment 

 Nick (2001, p.304) stipulates that government performance is determined by the level 

of its commitment and capability.  In his view, governments are categorized in four ideal 

situations based on their level of commitment and capacity to deliver their promises and 

improve their government-wide performances. These are: 

a) Unmotivated and incapable government: In this type of government, there will be 

high state capture, high administrative corruption, little administrative competence 

and non-participatory governance. Thus, technocratic public management reforms as 

well as new and grand socio-economic projects offer little promise as a way forward 

which leads to poor performance instead of high performance. Thus, unmotivated 

and incapable governments cannot be high performing governments. 

b) Incapable; but motivated government: In this type of government, the watching 

public can be engaged through basic administrative reforms, including budget 

transparency and financial accountability mechanisms. In this case, the government 

system is medium state capture, high administrative corruption, little administrative 

competence and participatory governance. So, motivated but incapable governments 

cannot be high performing governments.  

c) Capable; but unmotivated: This type of government has capacity that can be used to 

deconcentrate economic interests and raise public expectations of service delivery. 

This is characterized by high state capture, medium administrative corruption, basic 

administrative competence and non-participatory governance. Thus, capable and 

unmotivated governments as well cannot be high performing governments. 

d) Capable and motivated: This type of government is characterized by medium state 

capture, medium administrative corruption, participatory governance and 

administrative competence. Under this circumstance, NPM can delivery expected 

results by establishing and managing high performance. Therefore, a movement 
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from unmotivated government to motivated government as well as a movement from 

incapable government to capable government is a movement towards improved 

public sector performance leading to high performance government. 

According to Ashley, et al (2011, p. 5) government can be analyzed in terms of 

expressed commitment, institutional commitment and resource commitment. The 

expressed commitment of the state refers to the status of tone setting or proclamation of 

commitment by governments and officials to solve socio- economic problems. On the 

other hand, government’s institutional commitment pertains to setting up the basic 

“institutions” or bureaucratic infrastructure, policies, procedures or creating mechanism 

needed to deliver what is promise. Finally, the budgetary commitment component deals 

with assessing commitment in terms of resource allocation to live up to expressed 

commitment (declared commitment) and institutional commitments. 

Another component of committed and capable government is state capacity which 

enables the state to implement decisions, mobilize resources, and enforce rules.  

In light of Juan and Sergio (2014, p. 6) conceptualization, state capacity comprises of 

coercive capacity, infrastructural capacity, and extractive capacity. The coercive 

capacity of the state deals with state’s ability to enforce institution such as constitution, 

rules, regulations, directives, proclamations-generally, capacity to ensure rule of law.  

On the other hand, infrastructural capacity is concerned with infrastructure available to 

provide state service such as socio-economic policy. In addition, extractive capacity 

enables the state to generate sufficient resources to finance socio-economic projects.  

According to Walle (1996), White and Wade (1998), World Bank (1997) and More 

(1998) cited in Gyimah (2004, p.2), capacity of developmental state is categorized as 

administrative capacity, regulatory capacity, extractive capacity and technical capacity. 

Accordingly, developmental state’s administrative capacity indicates ability of the state 

to provide efficient and effective service delivery, manage human and non-human 

resources, provide good working system and implement good human resource practices.  

In addition, the regulatory capacity of developmental state demonstrates the ability of 

the state to formulate and implement law, rule, regulation, etc that help the state ensure 

rule of law. The technical capacity dimension entails the state to have expertise and 

knowledge required to implement policies and strategies efficiently and effectively 
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which is pre-requisite for sustainable development. One more capacity required by 

developmental state is extractive capacity of the state which is concerned with 

mobilizing revenues needed by the state to finance implementation of public polices and 

strategies. 

Therefore, it is very critical to analyze the status of government wide commitment and 

performance capacity in Oromia Regional State since formulating and implementing 

development project; implementing sustainable reform programs, combating rent-

seeking and beating poverty demands high level commitment and matching capacity.  

B)  Government –Wide System  Efficiency And Sustainability   

Sustainable development needs effective and sustainable government-wide system that 

put government, its machinery and the nation in good shape.  According to Nan (2009, 

p. 2), sustainable development prompt a fundamental change in both decision-making 

mechanisms and public administration systems in government. 

Furthermore (UN DESA (2002), Amy (2007), Mohamed (2000) cited Nan (2009, p. 66); 

and John and Dennis (2015, p. 5) the government-wide sustainable system comprise of: 

public service system, system established to minimize abuse of power by officials, 

system established to enhance check and balance, system established to empower the 

lower administrative hierarchies through delegation of power, system established to 

enhance citizens engagement and collaboration to ensure long term success of public 

service, system established to combat rent-seeking attitude and practices, and  system 

established to foster monitoring and evaluation. Another government-wide system which 

is very crucial (Ireland Reform Consultation Unit 2014, p. 3) is accountability system. 

The unit states that robust and effective accountability systems are confirmed as an 

essential characteristic of high-performing and high-reputation organizations  

acknowledging effectively implemented and  clear accountability frameworks as a 

means to support performance improvement;  foster a culture of accountability;  provide 

for clearer delineation and allocation of responsibilities; and  support stronger systems 

for ownership of outputs, and more robust and transparent performance measurement.  

Accordingly, accountability arrangements make a significant contribution to the 

achievement of wider organizational goals, and also reinforce civil service values of 

integrity, impartiality and fairness. 
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Cathy and Lisa (2004, p. 16); Bovens (2004, p. 7),  Barbara and Melvin  (1987, p. 3) 

categorizes accountability as (1) financial accountability which shows the responsibility 

for demonstrating wise use of financial resources (2) managerial accountability as 

responsibility for demonstrating effective and efficient management of services or 

systems  (3) political accountability or democratic accountability  encompasses citizens 

expectations for how public officials act to formulate and implement policies, provide 

public goods and services (4) Legal accountability  which pertains to taking legal actions 

on those who stand against public interest.  

Thus, accountability is the key to driving a high performance culture by making 

government machineries administrative behaviors compatible with sustainable 

development goals. However, the status of such accountability was not formally studied 

in Oromia Regional State in relation to its contribution to high performance 

Organization which this dissertation addresses.  

C)   Management System(Core Management Functions) 

Ensuring compatibility of mission, strategies, and performance results with citizens’ 

expectation such as public service quality, sustainability-oriented management is 

required for mission-focused government. 

According to Black et al (2013, pp. 3-4) the foundations of high performance 

management comprises of clarity of purpose on national goal, alignment and integration 

between high level goal and individual goal, mutuality and motivation for mutual 

accountability for result, adaptability and progress through anticipation and respond to 

change , evidence and data such as collection of outcomes, quality and information , 

pragmatism with a view to meet future goals through more effective use of performance 

management system , and capability such as identifying and filling required capabilities 

and competences needed at governance level, organizational level, group and individual 

levels. Thus, government performance management strives to improve performance over 

time by using performance information to identify and correct deficiencies in public 

policy implementation process. 

Andrew et al(2011)  names  a government, “transformational and  effective government” 

when it  has  a smart vision that  acts as a catalyst offering an alternative future that 

disrupts the status-quo and mobilizes commitment to change;  offers a tangible picture 
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of a destination or a better place that will be achieved via the transformation ;  attracts 

commitment and energizes people by creating meaning between workers’ lives and their 

work, by making them feel they are part of a greater whole ; establishes a standard of 

excellence and stimulates improvement ;  emerges from a considered process of thought, 

connection and communication where such transformational government is high 

performance government. 

Patricia (2007, p. 6) identifies critical management systems or functions such as public 

financial management, capital and infrastructure management, human resource 

management, information technology management, managing for results and change 

management for effective functioning of government machineries. He also asserts that 

these core functions should operate properly if a government should function as 

expected.    

Therefore, this dissertation intends to gauge functioning of government-wide core 

management functions as such functions are so vital to strengthen   high performance 

culture in Oromia Regional state.    

D) Status of public trust on government 

According to OECD (2013, p.5) trust in government represents confidence of citizens in 

the actions of government for doing what is right and perceived fair.  This organization 

assets that trust between citizens and their government officials and elected 

representatives is a vital element of a well governed society. In this context, distrust may 

reduce government’s capacity to mobilize national, regional and local resources and 

citizens to support collective vision for national development. 

As Fard, Asghar and Rostamy (2007) describe public trust on government as lagging 

indicators likely witnesses indication of high performing governments; while distrust is 

likely to emerge from poor performance in what government and its machinery does.  

In addition, Lewis and Weigert (1985); and Kim (2005) agree that the driving factor to 

build public trust in government can be conceptualized mainly in combination of 

cognitive, affective, and behavioral dimensions within psychological reasoning. This 

elaboration depicts that the extent government and public organizations strategically 

communicate their policies and strategies to citizens, the extent citizens have 

internalized policies, strategies, and see hope within its as well as practical involvement 
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of citizens in all matter that affect them at all level of administration and with each  

public organization determine the level of public trust. Supporting the same idea 

Mayer, Davies and  Schoorman ( 2007, pp. 348-349) explain the drivers of public trust 

as  positive evaluations of government’s competency, transparency, integrity, and 

benevolence reflected by public organizations, public servants and leaders.   

Other writers such as   Lipset and Schneider (1987) as well as Mishler and Rose (2001) 

elaborate that public trust emanates from the public evaluation of government’s quality 

of bureaucracy, public institutions, individual politicians and public servants from the 

functional, ethical, and institutional perspectives implying that public trust on everyone 

in government system contribute a lot to public trust on government. 

In the same manner Norris (1999) also identifies factors that drive public trust on 

government as political community (i.e. having great attachment to the national interest), 

regime principles or operational philosophy of public organizations, regime performance 

(actual performance  of political system )  as well as regime institutions  (i.e. 

effectiveness of state  institutions such as parliament, police, civil service, judiciary etc ) 

In a similar way,  UNDESA (2006, p. 15)  and OECD(2013, p. 5) categorize public trust 

in government as (1) political trust referring to legitimacy of political party (2) social 

trust which refers to citizens’ confidence in each other as members of a social 

community or  social capital forged by public institutions  (3) procedural trust to mean 

implementation of rules, regulations and procedures or justice and lawfulness in service 

delivery (4) technological trust pertaining to utilization of information communication 

technology to improve public service delivery (5) performance trust referring to trust on  

the progress of  socio-economic performance perceived by citizens.  

These institutions underline that a good public trust on government and its machineries 

is considered as an engine for fair and effective functioning of government institutions, 

implementing structural reforms with long term benefit, improving compliance with 

rules and regulations and reduce the cost of enforcement, and increasing confidence in 

the economy by facilitating economic decisions.  

In light of these descriptions it can be deduced that the status of politico-administrative 

performance will determine the status of public trust and vice verse as performance and 

trust can reinforce one another. Nonetheless, the status of various dimensions of public 
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trust was not studied in Oromia Regional State which this thesis attempt to assess and 

analyze in terms of its contribution to high performance government and public 

organizations.    

Descending from government wide-performance assessment, the next section of the 

review goes to high performing public organizations which should be organically linked 

to  higher  level (i.e. government-wide) and lower level(i.e. teams and individuals)  to 

evaluate high performance in a synergetic way. 

2.2.5.2. High Performing Public Organizations (HPOs) - The 

Meso- Level Analysis  
As to African Development Bank (2005) cited in ECA (2010, p.11), there can be no 

strong state without an efficient public sector. Furthermore, Kelly (1998, p. 205) affirms 

that the government who clearly articulates the policy and sets performance standards 

needs organizations which will faithfully act on the government’s behalf to deliver the 

goods and services so that the outcome sought will be attained. This calls for high 

performing public organizations to take cascaded national and regional goals based on 

their areas of influence in an attempt to build high performing government. Thus, let’s 

see the feature of high performing public organization that contributes to high 

performing government. 

According to Laurence and Kennith (2011, p. 16), the fate of public policies in today’s 

world lies in the hands of public organizations which in turn are often intertwined with 

others networked pattern of governance in collectively delivering   public policy 

outcomes. In line with this description, the characteristics that public organizations 

exhibit can make a difference in public policy execution; either at high or low 

performance. 
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In this context, KPMG (2009) describes characteristics of high performing public sectors 

as: 

 organizations which are responsive to government , organizations that  

innovate  change and have commitment to serving government of the day; 

organizations which considers socio-economic impact of their operation 

across generation and focus on prevention or mitigation of problems than 

cure, organizations which are customer driven ; organizations which take 

responsibility  to provide public service, organizations which build user-

friendly bureaucracy; result driven government agencies that focus on 

outcomes, organizations that establish performance management and 

measurement system, and  organizations which demonstrable value 

addition(p.5)  

This implies that modern days high performing public organizations are those which 

unleash their energy to implement public policies and strategies, committed to bring a 

difference in the livelihood of the community they serve, track their performances and 

learn from their experiences, embrace high level change and avoid complex bureaucracy 

by being supported by contemporary management initiatives such as public sector 

reforms derived from NPM paradigm. Here, we can see the element of commitment and 

performance in high performance public organizations implying that high commitment 

and high performance characterizes high performing public organizations. 

Michael (2009, p.19) conceptualizes high commitment high performance organizations 

as organizations that are able to deliver sustained performance due to possession of  key 

alignment pillars namely; performance alignment which  occurs when the total 

organization systems including structure, systems, people and culture fits performance 

goals and strategies; psychological alignment that shows emotional attachment of people 

at all levels the purpose or mission, values and strategy of the organization; capacity 

alignment which shows the capacity for learning and changing that  sustain both 

performance and psychological alignments. 

  According to Michael (2009:39), strengthening all pillars (i.e. performance alignment, 

psychological alignment and capacity alignment) markedly increases the chance that an 

organization will be able to sustain high commitment and high performance over an 
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extended period of time. This means that high performance cannot be achieved unless all 

aspects of the organization’s design are aligned or fit together and in turn are aligned 

with or fit the strategic task of the organization. The higher psychological alignment 

with poor performance alignment creates value driven high commitment organization in 

which people do the right thing but fail to do things right. Therefore, organizations with 

high psychological alignment but poor performance alignment cannot be high 

performing organization. On the other hand; organizations with low psychological 

alignment and low performance alignment create weak and fragmented culture. Hence, 

such organizations cannot be high performing organizations. On the other side of the 

coin, high performance alignment and low psychological alignment creates task driven, 

high performance organization and people do things right but not right things. Though 

such organizations can score high performance, such performance is not sustainable due 

to poor psychological alignment. Quite the opposite, high performance alignment and 

high psychological alignment coupled with high capacity alignment creates task and 

value driven organization; high commitment and high performance organizations in 

which people do the right thing right. 

2.2.5.2.1. Principles of High Performing Organizations  
Based on their scholarly work, various authors have tried to enlist principles governing 

high performance organization. For instance,  Greg and John (2008) agree that  high 

performing organization exhibit the following  principles : (1) ensuring the creation of 

public value as central to mission of the organization (2) linking strategy to a vision of 

public value by establishing a clear chain of causality between inputs, processes, outputs 

and outcomes (3) creating a culture of achievement and high performance (4) managing 

performance to channel organizational dynamics towards improved social outcomes (5) 

challenging traditional ways of working to enable the work force to help increase public 

values (6)  involving stakeholders in determining public service priorities and in 

contributing to service design and delivery (7) integrated financial management in order 

to deliver social outcomes cost-effectively (8) helping increase and leverage the 

potential of information technology in creating public value (9) work strategically and 

creatively so that public value creation is placed at the heart of supply chain partnership 
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(10) working in collaboration with other government agencies. These principles also tell 

that high performing organizations are concerned with value addition to beneficiaries, 

ensuring fitness of their strategy, build good organizational culture, introduce new 

performance management initiatives and  modernize service delivery system, effective 

and efficient utilization of scarce resources, and utilization of information 

communication technology as enabler and commitment towards producing synergetic 

result.   

In  their view ; Linder and Jeffrey (2004, p.77) contributed towards  the principles and 

capabilities that contribute to high performance consist of (1) client-centered strategy in 

which mission is defined in  terms of the needs, expectations and perceptions of their 

constituents(2) outcome-oriented in which public sectors  design all their activities to 

deliver outcomes that directly support their mission (3) accountability based strategy in 

which public sectors  actively accept their role as stewards of the public trust (4) 

innovativeness and flexibility which seek new opportunities and respond creatively to 

new challenges (5) openness and collaborative approach in which public organizations 

understand that they operate as part of a larger system, and they cultivate working 

relationships with other agencies and stakeholders (6) passionate in which government 

organizations are established  at all levels with enthusiasm for the work of delivering 

public-sector value. These high performance organizations principles are also in 

harmony with works of Greg and John (2008) as stated above each of which stresses that 

high performance organizations do not tolerate business as usual movement.  

In addition, Nicole (2005, p.1) also asserts that high performance organizations are 

characterized by qualities such as (1) commitment to excellence (2) having clearly stated 

purpose and desired results (3) implementing effective change management processes, 

(4) establishing open and  multi-directional communication and (5) culture of 

continuous learning.  Furthermore, GAO (2004, p. 1) also narrate characteristics and 

capabilities of high-performing public organizations as organizations (1) having a clear, 

well-articulated, and compelling mission  and  the strategic goals  (2) strengthening 

strategic use of partnerships implying that becoming high-performing organizations 

requires that agencies effectively manage relationships with other organizations outside 
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of their direct control (3) focusing on the needs of beneficiaries and (4) managing people 

in their organizations strategically.      

In general, the common elements of the principles contributed by Greg and John (2008), 

Linder  and Jeffrey (2004) , Nicole (2005) and GAO (2004) with reference to high 

performing public organizations encompass result orientation, citizen-orientation, 

innovation-orientation or continuous learning, change-orientation, strategic management 

and strategic partnership –orientation, accountability-orientation, etc witnessing high 

thinking altitude, high commitment, high synergy  and high performance as compared to 

others.   

These principles are congruent with requirement of contemporary public administration 

or  socio-technical theory (New Public Management Theory or New Public Service) 

ranging from organization’s internal dynamism ( such as  human capital development; 

organizational capital development such as work culture; information capital such as 

technology utilization, improving work process and aligned strategy with high level 

mission aimed to serve citizen) up to  consensus building with citizens and strategic 

alliances to achieve organizational goals and leveraging local, regional and national 

development.   

Thus, the current dissertation identifies how far these principles are cascaded and 

institutionalized at organizational level, team level, and individual level and ultimately 

between  high performance and low performance public organization in Oromia 

Regional State.    

2.2.5.2.2.     Factors of High performance Public Organizations   
Based on the review of relevant body of literatures on high performance organizations, 

this dissertation has used the following pillars or drivers for analyzing high performance 

practices of public sectors in Oromia Regional State. 

1)   Leadership Quality 
 
Leadership is a primary and key ingredient for establishing and managing high 

performance organization. For the purpose of thesis, leadership quality can be viewed 

from two major and integrated perspectives. These are (a) leadership performance in 
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developing and sharing strategic foundations to organizational community and (b) 

leadership readiness to drive high performance. 

 The first perspective of leadership quality (i.e. leadership performance on developing 

and sharing strategic foundations); which Jargon (2006, p. 10) also calls ‘strategic 

approach’ towards creating and managing high performance organizations covers 

leadership practices in establishing clear visions that are supported by flexible and 

achievable strategic plans; having clearly articulated philosophies(operational 

philosophies) that set the standards for everyone’s behavior, creating human resources 

who behave consistently with the strategic direction and the organization’s philosophy. 

Therefore, this perspective of leadership quality shows how far leadership has 

institutionalized organizational foundations such as mission, vision, values and beliefs, 

and organizational strategy which are decisive for high performance organization.  

The second perspective of leadership quality is leadership motive or commitment which 

Jargon (2006, p.11) regards as leadership approach as well as which Gosling and 

Mintzberg (2004, pp. 46–59) describe as leadership mind-set. Leadership motive or 

leadership mind-sets that drive high performance comprises of the reflective mind-sets 

to look inward and solve internal failure, the analytic mindset to filter out important and 

unimportant aspects, the global mindset to gain information of different work 

environment and best work practices, the collaborative mindset to strengthen 

relationship between internal and external stakeholders  and the action mindset to play 

an exemplary role in walking the talk and being result-oriented.  

Furthermore, Moneim  El-Meligi (2005:43) also describes the second leadership quality 

in terms of such factors as (1) character qualities comprising of   achievement-oriented 

or  hardworking  and dedication  , assertive or  strong,  courteous  or tactful  or 

considerate , energetic or enthusiastic ,  mature or  stable , religious or spiritual or  self-

explanatory ,  sociable or trusting or communication ; (2) integrity quality dealing with   

morality or ethics of the leader comprising of accountable or responsible, fair or 

equitable , honest or sincere (3) leading quality implying  readiness to embrace change, 

decisiveness , personal influence or  role model  and managerial proficiency; (4) mental 

qualities indicating  cognitive or intellectual performance of the leaders that comprises 

leader’s expertise , innovative , intelligent , visionary , objective or rationality ; (5) 
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supportive attitude quality  referring to affective features of the preferred leader and it 

includes humanistic feelings such as sympathy, compassion, sensitivity, or behavior 

tendencies such as caring, helping or encouraging employees. Thus, the second 

leadership quality is about internal quality of public sector leaders which human 

resources in their organizations see, smell, taste, touch and hear from the leadership 

action on daily basis.     

 From the above elaborations regarding the decisiveness of leadership for high 

performance, it can be deduced that no transformation can occur without a clear vision 

from national, regional or local leadership or the leadership of a single government 

department. In this regard, the leaders of high performing organizations shared common 

philosophical beliefs and management practices as they strongly believed in each 

employee; engaged their employees emotionally and rationally; strived for 

organizational performance goals and worker fulfillment with equal commitment and 

zeal; while leaders themselves have visible internal drive towards high performance and 

actual delivery of results. This is what Michael J. (2004, p.1) believe when he 

recommends to creating high performing sustainable organizations through integrated 

performance leadership. Therefore, this dissertation attempts to analyze the status of 

leadership quality (one of the key pillars for high performance) in public sector of 

Oromia Regional State.  

2) Human Resource  Quality 
 
According to Michael S.(2009, p. 26), strategic execution results from performing well, 

and performing well comes from a variety of factors—such as having the right talent and 

fit for a job, having adequate tools and resources, having useful systems and processes, 

and having sufficient knowledge and skills. In this description we can vividly see the 

importance of human resource quality as one of the key determinants of high 

performance. 

In addition, John B. et al (2013, p. 2) also confirm that imagining a high-performance 

organization without human resource quality is impossible.  In addition, Jargon (2006), 

Andréa   (2012) and Somchai (2010) also confirm that human resource quality 

(knowledge, skill and values) is key driver for high performance organizations.  Besides, 

the quality or talent of the people working in government departments and agencies is 
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probably the single biggest factor in determining the success of the transformation 

(Andrew 2011, p.110).  

According to Ericsen (2002, p. 7),  human resource quality of an organization is attested 

based on three interrelated and reinforcing dimensions; namely (1) capacity alignment  

referring to the degree to which employees possess the knowledge, skill and  experience   

necessary to contribute to organizational goals), (2) deployment alignment  which 

depicts the extent to which human resource of an organization are  assigned  based on 

their  capability to help them unleash their potentials and achieve organizational goals   

and (3) contribution alignment (psychological alignment) indicates the degree to which 

employees actively and appropriately engage in behavior that helps an organization 

achieve organizational goals. Generally, human resource alignment perspectives as 

drivers of high performance are concerned with human capital development, productive 

human resource utilization and cultivating development-oriented attitude.  Accordingly, 

this dissertation analyzes the status of human resource quality both in high performance 

and low performance public organization in Oromia Regional State to identify whether 

this pillar is the game changer between the two categories of organizations as well as on 

which aspect of the alignment are public organizations in the region working.  

     3)  Organizational System Quality   

As the old saw goes “form follows function”, organizational structure must support the 

desired organizational purpose (Carey, Stephen C. Gallery, Michael E; 2014:20).  As 

Lawrence (1999) and Michael S. (2009) describes high performance work system refers 

to the design of jobs, how work is organized and assigned to individuals or teams that 

must be improved on continuous basis to match the developing needs of existing order. 

In this regard, system quality is what Jargon (2006) calls processes and structure 

approach or what Andréa (2000), Prasit and Somchai (2010) describe as continuous 

improvement and renewal. As per their explanations, high-performance organizations 

have processes that will be continuously renewed to reinforce strategy, streamline work 

flows and enable employees to meet customers’ needs and help an organization to reach 

its destinations.   

Magnifying the importance of system quality for high performance, Christine (2011, p. 

34) states that great mission, great people and great leadership all help but without a 
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good organization design, the organization and its people will not perform at their best. 

He outlines such organizational design as norms and behaviors ( styles, believes and 

values), enablers (governance, goals and metrics, incentives and rewards), structure 

(structure, roles and responsibilities, resourcing), and work to be done (operating 

mechanism, information, and processes) that refers to the way an organization produces 

and delivers services  which should be renewed   continuously to cement execute 

organizational strategies  

In this regard, The New Public Management and The New Public Service philosophies 

can be cited as new paradigm in public organization. For instance, Nils (2009) describes 

the nature, content and purpose of modern reforms as follows:  

contemporary organizations, whether public or private, seem to be under 

almost perpetual reform – attempts at changing organizational forms, 

reorganizing organizations,  introducing new departments, or changing 

the tasks of existing departments, changing procedures and systems, trying 

to change the attitudes of organization members to become more 

‘customer oriented’, more ‘service oriented’, or more caring about the 

effectiveness and efficiency of the organization-enhance organizational 

performance through renewal (p. 1). 

According to this statement, public sector reform is intended to improve organizational 

structures, procedures and human resources attitudes aimed at creating compassionate 

work environment and improving organizational performance. Berger and Luckmann 

(1966) cited in Nils 2009, p. 21) also add that beliefs generate rules, and rules generate 

patterns of action, and these patterns in turn strengthen the beliefs and rules showing 

how strongly organizational systems are interrelated and determine the pace and altitude 

of organizational performance.  

Nils 2009( p.7) also adds that  public sector reforms are explicit attempts to establish the 

‘true’ organizations that are directed towards developing the organization’s identity, 

giving it a clearer task, a clearer business concept, clearer goals, or, as has been popular 

recently, streamlining its activities into one clear task, increasing rationality by 

developing numerical objectives, evaluating results, introducing better follow-up and 
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evaluation systems and more developed budget systems, or by introducing more rational 

decision-making processes. 

In order for reform to produce desired result information communication technology as 

an enable is highly valuable. For instance, Victor, Hein and Marcel (2006, p.3)  say 

acclaim that  information technology changes our lives: the way we work, the way we 

do business, the way we communicate with each other, how we spend our time,  offers 

opportunities and choices,  gives us access to services 24 hours a day, seven days a 

week. Therefore, information technology is the life blood and integral part of high 

performing work system. To this end, TQM, BPR, BSC, and similar transformative 

reform programs put information communication technology as compulsory component. 

For instance, Mohan (2004, p. 171) acknowledge that technological issue is one aspect 

of organizational transformation and noted as an enabler of success factor.  The 

definition given to BPR by Du Plessis (1994, pp. 39–42) and quoted in Sanjay (2013) as: 

 The fundamental analysis and radical re - design of every process and 

activity pertaining to a business — business practices, management systems, 

job definitions, organizational structures and beliefs and behaviors. The 

goal is dramatic performance improvements to meet contemporary 

requirements — and IT is seen as a key enabler in this process” (p. 5) is 

clear indication of ICT as spicy of reform. 

Thus, backed by information communication technology reform initiatives are put in 

place to radically change   business processes, organizational structure, organizational 

thinking, management practices such as human resource management,  and achievement 

of objectives.   

Furthermore, organizational system quality also incorporates the way accountability 

system is defined and implemented in an organization. According to Greg (2014), 

accountability is the key to drive high performance. Furthermore, Brian (2010, p. 42) 

also states that performance-based accountability system provides a way to refocus both 

human and material resources to achieve long term performance goals which 

encompasses setting long-term outcomes to be achieved, providing rewards and 

sanctions to motivate change in individual or organizational behavior to improve 
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performance and formal mechanisms for monitoring the delivery of services or the 

attainment of goals.  

According to Atrley (1993, p. 9) the accountability system that characterizes high 

performance organization fulfills the obligation a person, group, or organization assumes 

for the execution of authority and the fulfillment of responsibility at various levels such 

as ( 1) personal accountability or psychological contract which refers to an 

accountability relationship with oneself in which the individual leader and employee 

looks within for answers instead of pointing fingers and placing blame on external 

factors; (2) individual accountability concerned with accountability relationship within a 

work setting applies to both parties in the relationship such as an authority or 

management and a delegate or employee. In this two ways relationship, the authority is 

responsible for providing adequate direction, guidance, and resources as well as 

removing barriers to performance while the delegate is also responsible for fulfilling its 

organizational responsibilities and commitments; (3) team accountability – refers to the 

idea of shared accountability in which the team members share ownership for 

circumstances and performance results as in football or baseball, etc ; (4) organizational 

accountability reflects what an organization actually accomplished in relation to what it 

has planned to accomplish. Furthermore, organizational accountability can be internal 

organizational accountability that refers to the establishment of the upward and 

downward flow of accountabilities among management , individuals , teams within the 

organization and external organizational accountability refers to organization answers or 

reports to its stakeholders on both its organizational performance and organizational 

behavior; (5) stakeholder accountability which refers to an accountability relationship 

between stakeholders and the organization in which stakeholders provide input into the 

desired organizational outcomes, and then leave it to the organization to achieve them, 

and then hold the organization to account for its results.  

In light of this Manfred (2011, p. 1) says, “A great place to work is one where people 

find meaning in their work;  trust the people they work for/with;  have pride in what they 

do  and enjoy the people they work for/with and feel accountability.” 

Consequently, establishing proper human resource management system and 

strengthening accountability system of an organization which institutionalize human 
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resources’ psychological contract, individual accountability, team accountability, 

organizational accountability and stakeholders accountability relationship is an engine 

for creating high performing public organizations. 

In a nut shell, the quality of organizational system as explained above encompassing 

human resource management system, performance management and measurement 

system, redesigning organizational structure and service delivery process, organizational 

culture, information communication technology, and accountability system trigger high 

performance in public organization.  

As an attempt to analyze the status of high performance government practices in Oromia 

Regional State, this dissertation attempts to analyze the status of organizational system 

quality based on the aforementioned indicators.     

(4) Public Organizations-Citizens Participation Quality 

An organization that has long term vision or that want to realize sustainable progress has 

deep concern for strengthening organization-citizen partnership. Public organization-

citizens partnership quality is described by Andréa (2010) as long term orientation as 

well as by Jargon (2006) as customer orientation in high performance organization.  As 

O’Toole (2006, p. 3) mentions, the idea of public service is that those in official 

positions of public authority regard the interests of the whole society as being the 

guiding influence over all public decision-making, that their personal or class or group 

interests are to be set aside when making decisions, and serve public interest as  public 

servants.  

Watson (1995) cited in Peter B. Evans (1996, p. 97), also witnesses significance of 

citizen-public sectors relation quality by stating that what citizens do improves the 

performance of what agencies can do; and good agency performance comes not only 

from strengthening public sector agencies, but also from increasing their responsiveness 

to beneficiaries justifying that public organizations and such interdependence is an 

engine for high performance.   

Judith (1995) cited in Evans (1996: 96) also asserts that effectiveness of co-panning and 

co-production by citizens and governments depends (1) organization of citizens and 

their fulfillment of promises to undertake collective action or social capital outside the 

government, (2) good teamwork within a public agency or social capital within the 
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government, and (3) effective coordination between citizens and an agency.  

Accordingly, the strength of citizens’ organizations or cohesiveness of community, the 

harmony within public organization and healthy relationship between citizens and public 

sectors are vital for collective high performance.   

Besides, meaningful public participation is a key requirement in democratic governance 

and new public service and hence highly beneficial in the works of public sectors. 

According to James L. (2005, p. 9), participation is best understood as a continuum as 

informing the public, listen to the public, engage in problem solving, and develop 

agreement as listed from lowest level of participation to highest level of participation.  

According to James L. (ibid., p. 19) public participation is vital for improving quality of 

decisions, minimizing cost and delay, consensus building, increasing ease of 

implementation, avoiding worst-case confrontations, maintaining credibility and 

legitimacy, anticipating public concerns and attitudes and developing civil society. 

However, the level of benefit obtained from public participation depends on the extent 

of participation-whether that participation is merely informing or genuine participation.  

Furthermore, The New Public Service encourages citizens to act as engaged participants 

and owners of government; enter into meaningful relationships with government, and in 

doing so they have a duty to assume an active role in improving government services, 

making decisions, and challenging government actions ; and  look beyond self-interest 

to the broader issues of community(Kathe 2006, p. 225) 

Generally, these expressions are witnesses for importance of citizens’ participation in 

public service delivered in terms of reducing friction, getting support for transformative 

programs, enhancing belongingness or ownership of the program enhances quality of 

goods and services produced, enhance organizational performance.  To this end, this 

dissertation attempts to analyze the status of   public organization-citizens participation 

quality in Oromia Regional State as one of the pillars high performance organizations. 

 (5) Public Performance Quality   

According to Richard (2012, p.10), government performance may refer to 

implementation of government policies and strategies with a view to realize economic, 

social and political objectives that is demanded by public. As Michael M.(2005, p.13) 

elaborates, high-performance service quality delivery systems seek to go beyond 
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understanding, designing, implementing and monitoring the most effective approaches 

to become high-performance service organizations but also encompasses  providing 

services or products that delight customers since citizens may be less tolerant of 

perceived inefficiency, mismanagement, and lack of responsiveness in the public sector. 

In view of Benjamin and   Taylor (2004, p.32), there are five point service quality 

dimensions; namely (1) reliability of service which shows delivering promised 

performance dependably and accurately, (2) tangibles describes appearance of the 

organization’s facilities, employees, equipments, and communication materials (3) 

responsiveness that indicates willingness of the organization to provide prompt service 

and help customers (4) assurance  comprising of competence, courtesy, credibility, and 

security ; generally, ability of the organization’s employees to inspire trust and 

confidence in the organization through their knowledge and courtesy (5) empathy which 

indicates access, communication, understanding the customer and personalized attention 

given to a customer.  

Similarly, Carlson and Schwarz (1995, p. 29) cited in  Janet and Robert (2007, p. 61), 

also writes the components of public service quality as (1) Convenience measures the 

degree to which government services are easily accessible and available to citizens (2) 

security measures the degree to which services are provided in a way that makes citizens 

feel safe and confident when using them (3) reliability assesses the degree to which 

government services are provided correctly and on time (4) personal attention measures 

the degree to which employees provide information to citizens and work with them to 

help meet their needs (5) problem-solving approach measures the degree to which 

employees provide information to citizens and work with them to help meet their needs 

(6) fairness measures the degree to which citizens believe that government services are 

provided in a way that is equitable to all (7) fiscal responsibility measures the degree to 

which citizens believe local government is providing services in a way that uses money 

responsibly (8) citizen influence measures the degree to which citizens feel they can 

influence the quality of service they receive from the local government.  As   seen 

above, service quality as one of the key pillars of high performance is measured by 

different indicators as unanimously contributed by different scholars. In addition, Victor, 

Hein and Marcel (2006, pp. 11-12) agree that public sector performance can be judged 
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accounting for the nature of innovation in those sectors including (1) product or service 

innovation, focused on the creation of new public services or products; (2) technological 

innovations that emerge through the creation and use of new technologies , such as 

technology –based service delivery;(3) process innovations, focused on the improvement 

of the quality and efficiency of the internal and external business processes, such as the   

redesign of service delivery processes; (4) organizational innovations, focused on the 

creation of new organizational forms, the introduction of new management methods , 

techniques, and new working methods (5) conceptual innovations such as introduction 

of new concepts, frames of reference or even new paradigms such as New Public 

Management and New Public Service and (6) institutional innovations, which refer to 

fundamental transformations in the institutional relations between organizations, 

institutions, and other actors in the public sector, and more specific in public 

administration and build ownership between citizens and public organization. In light of 

these scholars public service quality and status of public service innovation are 

indication of public sector performance – high performing organizations or the contrary.  

On account of this, the current dissertation analyze the status of public sector 

performance quality in Oromia Regional State based on public service quality and public 

sector innovation as components of studying high performance government practices.  

2.2.5.3. High Performing Team (HPT) - Micro Level Analysis 
According to Robert R. (2000, p.10), performers in new paradigm are related laterally as 

well as vertically in participative settings to share known responses; participated in 

quality circles, team building, participative management, and consensus building. 

Human resources in this new paradigm operate with interdependency, acting with 

understanding and thinking out of the box than to transforming their organizations.          

In this regard, Robert R. (2000, p.31) states interdependency as a new idea which 

requires a commitment to integrate our processing blood with that of others for our 

mutual benefit, an intimacy with information at the level of a love relationship and 

requires a suspension of our independent motives in the interest of mutual benefits, 

demands elevating our values and dedicate our systematic processing for our growing 

human family. 
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In view of Lawrence M. (1999, p.1), such interdependent and high performance team is 

generally considered to be the fundamental work units and the building blocks of the 

high-performance organizations. Furthermore, Michael C. (1997, p. 22) also adds that 

the primary and overwhelming organizational motive behind the use of team is 

performance enhancement through unlocking synergy. He further illustrates that three 

strands; such as (1) commonality of objectives or purpose, (2) belongingness and being 

part of something successful (3) synergy (i.e. achieving more collectively than can be 

achieved by individuals acting outside a team environment which)  constantly intertwine 

in team and teaming and resulting in high performance than what is Parker (1990, p. 33) 

on his part itemize the features of high performing team  as  having clear purpose among 

team members , active participation by team members , reaching consensus on 

decisions, open communication among team members and organizational community, 

clear roles and work assignments for team members to avoid confusion, shared 

leadership within the team, self-assessment by team to improve its performance 

continuously, networking with others external to their team, willingness to share 

knowledge , skill and experience for others ; as well as to take from others to further 

enhance collective performance 

Michael C. (1997, p. 19) relates initial development of such high performance team 

concept with early Olympiads and military (armed force). He stipulates that high 

performing   sport team is characterized by clarity of desired outcomes, willing and 

enthusiastic participation, and exercising maximum individual efforts in support of the 

team as a whole. Correspondingly, high performing armies, navies and air forces, 

develop and deploy great variety of specialist skills that are characterized by 

interdependence, mutual support, achievement of synergy and when needed they are 

pretty clear about what success looks like by  attack their foes and defend their loved 

ones. Backing this fact, Manfred F. (2011, p.1) elucidate that teamwork is a crucial 

element of the effectiveness organizations and factor for   long-term success. 

High performing team having such contribution for organizational success passes 

through disciplined framework in its development process. In relation to stages of team 

formation, Bruce and Susan(2005: 6)  recommend a four stage approach such as (1) 

forming stage  in which team members come together ; establish tasks, rules, methods  
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and build team ; (2) storming in which different opinion and styles come to the surface, 

conflicts starts to emerge as team members test tasks, test each other and the leader ; At 

this stage, team members  are  inclined to prioritizing their own interest; (3) norming in 

which members of the team are beginning to accept the role they are expected to play; 

cooperation starts to develop with some cohesion and unity of purpose, agreed principles 

of behavior emerge (4) performing in which team members complement each other’s 

work and show mutual trust; constructive work surges a head; energy is focused . In 

addition, Michael Colenso (1997, p. 109) added the fifth stage of team formation (5) 

maintaining (renewing and integrating) in which continuous renewal of team is solicited 

for high performance.  

 In a nut shell, the primary and overwhelming purpose of team formation is performance 

enhancement since synergy leads to enhanced or improved level of performance.   

Generally, review of literatures on high performing team has revealed that high 

performing teams are   characterized by having common objectives on policies and 

strategies; continuous and improved performance, improved performance capacity and 

improved social capital or synergy. In addition, such teams are described to have high   

strong value systems such as giving priority for citizens and organizational mission, 

having all-rounded personality, unreduced democracy and achieving high and consistent 

performance under any assignment as well as clear roles and responsibilities.  

In this regard, this dissertation attempts to analyze the status of high performance team 

and their contribution in creating and sustaining high performance organizations in 

Oromia Regional State. 

2.2.5.4. High Performance Individuals(HPIs)- Micro Level 

Analysis 
Having the greatest technology, products, executive team, and organizational structure is 

no guarantee of success unless individual and organizational mindsets are synchronized 

with them for optimal performance (Thames and Douglas 2009, p. 16). This description 

highlights a never substitutable role of human resource commitment and alignment in 

perform at high level.   
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In addition, (ibid. p. 17) also strengthen the decisiveness of individuals with 

development mindset as:    

 People with the growth and development mindset believe that their 

qualities can be cultivated and expanded through their personal efforts; 

they believe that anyone can change and grow through application and 

experience; they feel that their actual potential is infinite, and it can be 

developed with impassioned effort and continuous learning. 

 Dean and Linda (2010, p. 6) also describe the components of mindset as values, beliefs, 

thoughts, emotions, ways of being and levels of commitment.” Furthermore, Sopiah 

(2008) quoted in Syauta(2012:70-71) state that organizational commitment is a 

psychological bond of employee to their organization manifested by (1) strong   beliefs 

and acceptances for organizational goals and values (2) desire to reach organizational 

goals, and (3) strong will to defend their position as organization members. Generally,  

 Accordingly, individuals who feel organizational citizenship, committed for continuous 

learning and growth, who want to learn from experience, who are optimistic and open-

minded are those who have organizational commitment are engines for high 

performance. Furthermore, high performing individuals having growth and development 

mindset see change as opportunity while public servants with fixed mindset perceives 

change as threats and resist change.  

Furthermore, ADO (2011, p. 5) on its part states that high performing employees are 

characterized by strong communication skills, take initiative to accomplish 

organizational objectives, understands organizational mission, and knows the 

community they service and look to improve citizens life continuously, builds 

relationships with stakeholders by engaging, giving and receiving feedback.  

LAMPIRAN (2007, pp.8-9) also discloses the characteristics of high performance work 

force as  being customer-focused, emphasizing on quality, demonstrating a high level of 

accountability, being effective and efficient, ensuring continuous improvement, having 

high level of emotional intelligence, persistence and resilience, and working as team. 

The customer focused attribute of high performing public servants requires paying 

particular attention to the people they serve. The high performance public servants know 

that their existence is to serve the people (i.e. not serving themselves); understand 
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serving as opportunity and committed to make difference; set out to serve and assist 

people than hiding oneself behind the wall of bureaucracy and procedures ; willingness 

to perform better and go extra miles to serve citizens. The quality –focused attribute of 

high performing public servants shows that they are concerned about quality of their 

services; have high level of pride in their work and have concern for long term impact of 

their work. 

In terms of accountability, high performing public servants have a high level of personal 

and professional accountability; they do not hide themselves behind task force or 

committees or group; they believe that they are personally and professionally 

responsible for all the work done by their process or organization; they are personally 

and professionally committed to ensure   implementation of government policies and 

strategies; they believe that commitment for success emanates from within; they do not 

blame others for failure to achieve organizational goals  and consider it as personal 

failure (i.e. take responsibility for failure). Concerning commitment to work in team, 

high performing public servants understand that team work is better coordination, less 

fragmentation and less duplication; active contribute to team effectiveness; share 

knowledge and learn from others.  In terms of continuous improvement, high performing 

public servants look for opportunities to improve; they are never satisfied by status quo 

and complacency; and they are self-starting.  

Therefore, high performing public servants have positive attitude; have capacity  to 

deliver public service, believe in team work, love their job; committed to implement 

policies and strategies; take personal and professional accountability and exemplary for  

other public servants, etc.   

In light of this, the current dissertation attempts to analyze the status of high performing 

public servants in Oromia Regional State and identify which features of high performing 

public servants differentiate those public servants who perform better than the others. 

2.3.    High Performance Governance Practices in Ethiopia   
In the previous sections, philosophical back grounds which have contributed to high 

performance practices from earlier to the current stage were discussed. In addition, the 

concept of performance, high performance in general and features of high performance 
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at different tiers of public organizations were discussed. Despite difference in timing and 

motives for adopting high performance philosophies and practices, Ethiopia is also part 

and parcel of the global dynamism by accepting and implementing those high 

performance practices. Under this sub-unit, public service practices of Ethiopia in 

previous regimes and current regime are discussed and that of Oromia is seen with the 

context of Ethiopia under current regime.  

2.3.1. History Of Ethiopian Public Sectors  
The history of civil service in Ethiopia dated back to the period of Emperor Minilik II   

who started the journey by establishing nine ministries (Ministry of Justice, Ministry of 

Interior, Ministry of Commerce and Foreign Affairs, Ministry of Finance, Ministry of 

Agriculture and Industry, Ministry of Public Works, Ministry of War, Ministry of Pen 

and Ministry of Palace) in 1900. However, the modern civil service was started 

functioning during Emperor Hailessillasse   in the early 1960s when civil service legal 

framework was introduced (Ministry of Civil Service, 2013).  

During the reign of Haile Silassie, the need for modern civil service to promote social 

and economic development became more evident in Ethiopia. This was manifested via 

establishment of the Imperial Institute of Public Administration in 1953 and the 

Ethiopian Personnel Agency by order No. 23/1961 and later amended by Order 

No.28/1962 (Mihiret and Paulos, 2000). Despite its contribution to socio-economic 

progress, the then civil service institutions were by and large serving the interest of the 

monarchy. Citizen’s rights and responsibilities to get access to the existing limited 

services provided by public sectors were not well articulated and made public (Fikadu 

Nigussa, 2014: 54).   

Though establishing public organizations from the scratch and designing civil service 

system which recognizes knowledge and skill as required criteria for employment (i.e. 

introducing something new) worth appreciation, lack of focus on citizens’ benefit was 

strategic failure of the civil service system. Accordingly, Ethiopian civil service was not 

capable to address the progressive aspiration of citizens to depart from poverty during 

those periods. 
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Furthermore, as Mihiret and Paulos (2000) stated in Fikadu Nigussa (2014) reveals the 

military junta who came to state power right after the downfall of Emperor Haile 

Sillassie maintained the functioning and management of the already inherited Civil 

Service regulations as governing body of civil service and denied citizens’ quest of 

efficient and effective public service delivery by maintaining the status quo. 

Generally, Ethiopian public organizations during previous regimes were characterized 

by excessive bureaucracy, rigid, complex service delivery system, not citizen centric, 

activity oriented as opposed to result-orientation, absence of performance culture, 

nepotism , ineffective and inefficient, scarcity of educated civil servants, lack of 

strategic direction , and so on (Berihu 2009, p. 2) 

This has necessitated the reestablishment of public organizations and managing 

differently from traditional system so as to build strong public administration, produce 

high performance, and satisfy the ever rising citizens’ expectation. According to UN 

(2013, p. 6), building a strong public administration is all about innovation, be it at the 

macro or at the micro-level it requires coming up with solutions that entail doing things 

in a different way, out of the ordinary or  beyond the traditional and conventional 

approaches. Thus, in countries like Ethiopia where fighting poverty is high priority, 

building capacity of the country’s public service is fundamental in realizing such 

mission. Put in different ways, citizens expect more services from government which in 

turn requires seamless and reform-oriented public organizations that are   effective , 

efficient, accountable, result-based,  learn and improve consistently-high performance. 

Following the downfall the Dergue regime, the incumbent government has adopted 

multi-faced economic and administrative reform initiatives since the early 1990s as 

component of capacity building strategy.  Standing on three pillars, the capacity building 

strategy promotes human capital development, system development (i.e. redesigning 

public service delivery system) and re-organizing government machinery to promote 

integration of development actors such as government, citizens and private organizations 

in accordance with New Public Management and New Public Service. 

In order to implement capacity building strategy, the Civil Service Reform 

Program(CSRP) comprising of top management development sub-program, human 

resource development sub-program, service delivery improvement sub-program, civil 
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service ethics sub-program and public expenditure management  reform-sub program 

have been launched by government across the country 

Thus, the civil service reform sub-programme (CSRP) is an integral part of a broader 

programme of multi-faceted reforms that have been initiated since 1997   with intention 

to build and strengthen public sector capacity for the attainment of socio-economic 

development goals by building high performance.  In addition, it is aimed at creating an 

enabling environment which will allow the civil service to function effectively and 

efficiently. It also focuses on the development and implementation of appropriate legal 

and regulatory frameworks, and institutional and human resources as well as the 

introduction of improved management systems and best practices. The overall purpose 

of the CSRP is to build a fair, effective, efficient, transparent, ethical and high 

performing civil service through institutional reforms, systems development and 

training. The need for civil service reform is dictated by the inefficiency and 

ineffectiveness of the existing system and the lack of capacity of organizations both in 

the public and private sectors to effectively manage and utilize available resources for 

bringing about sustainable growth and poverty reduction. 

 Besides, the civil service reform program helps concentrate efforts and resources on 

government priorities; promote accountable and transparency to elected representatives , 

building values of federalism , Promoting the development of private sectors both by 

providing support , reorienting to achieving government objectives efficiently and 

effectively rather than bureaucratic control of inputs, activities and procedures, 

responding to citizen needs where services are provided in a fair, efficient and effective 

manner. In this regard, it provides roadmap for moving ahead towards enhancing 

capacity needs of civil service and support the policy and strategy of the government for 

promoting sustainable economic development within the framework of free market and 

democratic developmental state paradigm that is characterized by high performance 

(Ministry of Civil Service 2013) 
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In order to attest the high performance-orientation of developmental state Mkandawire 

says:  

A developmental state is distinguished from others by both its 

ideology and structure. Its ideology is develop mentalist in that it 

conceives of its mission as that of ensuring economic development, 

in reference of high rates of accumulation and industrialization. 

Structurally, the state must have capacity to implement economic 

policies sagaciously and effectively (2001: 290). 

From this we understand that developmental state works to bring about transformation 

which is high level performance, mentally committed and structurally capable to realize 

its mission. Fritz and Menacol (2007:533) say, “We understand a developmental state to 

exist when the state possesses the vision, leadership and capacity to bring about a 

positive transformation of society within a condensed period to time.”  From this it can 

be understood that developmental state needs to have strong and capable leadership and 

public service, committed for high performance with sense of urgency.  

Adei   reports the importance of public service in developmental state as:  

 Capable, patriotic and committed bureaucracy with institutional, 

managerial and technical capacity for development management of the 

economy and society  is critical for developmental state which justifies 

the significant role of the public service because most of the other 

factors especially the maintenance of peace, provision of economic and 

social infrastructure, creation of enabling environment for non-state 

actors, and ability to take advantage of global trends all depend on an 

efficient and effective public service. If the elected government 

(politicians) are “the father of” developmental State, “the mother” is 

no doubt the public service of the country (2007, p. 10). 

Accordingly, for countries like Ethiopia who pursue democratic developmental state the 

effectiveness of public sectors and its leadership and public servants is nitty-gritty to 

reach its ultimate objectives. 

In this regard, UN’s Report (2005, p. 12) concluded that “no matter how organized and 

constitutional a government is, it would not get very far in the absence of public 
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administration system capable of translating its broad political intentions, enforcing its 

laws and delivering services needed by the people. Without a professionally competent 

public administration, the state cannot count on making those things happen which it 

wants to see happen” 

In order to build high performance public service which developmental state needs, 

public sector reform plays a major role. ECA (2010:3) confirm the link between reform 

initiative and high performance when it states that the civil service reform is important 

to improve the effectiveness and efficiency of the civil service and to ensure its 

performance, capacity and sustainability over time and ultimately to raise the quality of 

public services delivered to citizens as well as enhance their capacity to carry out core 

government functions such as promoting economic, social, peace and security 

development.   

In addition, World Bank (2002, p.8) also confirms that civil service reform is often 

essential to bring about governance improvements that are needed for sustainable 

poverty reduction.  Strategic management, business process reengineering, total quality 

management, human resources management, value management, knowledge 

management, innovation, customer focus, balanced scorecards, and fifty-seven varieties 

of leadership have all been advanced as answers, usually ‘THE’ answer, to improving 

performance and many of which have also been  copied into public sector practice(Colin 

2010, p.16). 

 Accordingly Ethiopia has implemented Business Process Re-engineering, Balanced 

Scorecard, Citizen Charter, Civil Service Change Army and Information 

Communication Technology. Since such reforms are implemented as the system in the 

country, the initiative launched at federal level to modernize public service delivery 

unanimously applies to Oromia though actual implementation may vary from place to 

place and sector to sector. 

2.3.1.1. Implementation of BPR in Ethiopia For high performance 
As indicated by Owen (2008, p.43), one of the major applications of Systems Thinking 

to the practical issue of fostering the development of high performance is Business 

Process Re-Engineering (BPR). In effect, the service improvement sub-program 
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designed and implemented as component of civil service reform program in Ethiopia has 

necessitated the implementation of BPR in the country. Hammer & Champy (1993) 

defined Business process Reengineering (BPR) as “the fundamental rethinking and 

radical redesign of business process to achieve dramatic improvement in critical 

contemporary measures of performance, such as cost, quality, service and speed”. 

Besides, Ozcelik (2010) and Trkman (2010) cited in Mahmoud (2013, p. 2)  also defines 

Business Process Reengineering (BPR) as fundamental rethinking and radical redesign 

of business processes to achieve rapid improvements, keeping in mind performance, 

cost, quality, responsiveness, and service. 

Varun and William J. (2010) too, explains BPR as a strategy driven organizational 

initiative to (re)design business processes to achieve competitive breakthroughs in 

performance; differing in scope from process improvement to radical new process 

design, contingent upon the degree of socio-technical change required. 

The National Academy of Public Administration of the USA (NAPA 1995) cited in 

Sanjay (2013, p.5) repeat this definition for the government as  government business 

process reengineering is a radical improvement approach that critically examines, 

rethinks, and redesigns mission product and service processes within a political 

environment. It achieves dramatic mission performance gains from multiple customer 

and stakeholder perspectives. It is a key part of a process management approach for 

optimal performance that continually evaluates, adjusts or removes processes  

 These elaborations justify that implementation of BPR is driven by commitment to 

think out of the box, minimize non-value adding works and avoid waste works,  and 

bring breakthrough performance on key performance measures.  

In conformity with such understandings, Ethiopia has implemented BPR to change 

public organizations from bureaucratic to citizen-centric, from fragmented to integrated, 

from authoritarian to service-oriented participatory and democratic approach, from 

closed system to transparency and from guessing towards informed decision making. 

To this end, business processes feasible for reengineering were identified, existing 

processes (As- Is) were analyzed, new processes (To-Be) were redesigned, the new 

processes were tested, the transitions were planned and implemented.  
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Berihu Assefa (2010)  also says that BPR has been widely implemented in the public 

sector of Ethiopia as services delivered by public institutions were very sluggish, costly 

(in terms of money and time), incompetent (not up to the needs of customers) and 

unresponsive. Tesfaye Daba (2009) on his side affirms that the government of Ethiopia 

has endorsed Business Process Reengineering (BPR) as a foundation for strengthening 

Result Based Performance Management System in the Civil Service. Consequently, 

BPR has been implemented at federal, regional, city, zones, district and   public 

organizations at each level of administration.   

Accordingly, organizational processes are redesigned, organizational structures are 

redefined, pin point responsibilities of individual performers and process team are 

formed, work setup is reorganized, and awareness creation trainings are offered to 

transform values and beliefs in public sectors. 

Finally, the expected characteristics of public organizations  after reengineering are 

several jobs are grouped in one; employees make decision; non-value adding activities 

and handoffs are eliminated; processes have multiple versions, works are performed 

where they make most sense; checks and controls are reduced, and reconciliation is 

minimized ( Belete  Nagesso, 2006, p. 86).  

As mentioned above, the ultimate objectives of implementing BPR in region is creating 

team-based organization, harmonizing people and technology to improve organizational 

performance significantly; creating growth and development oriented mindset up and 

foster execution of government policy and strategy though analyzing its actual 

contribution in creating high performance organization is the concern of the current 

thesis.  

In accordance with  Varun and William J. (1998, p. 7), the institutionalization of process 

management involves not only the redesign of business processes, but also changes in 

other management domains to create a process orientation such as  process-based 

measurement and information systems, process-based organizational structures, process-

based management approaches. In conformity with this idea, Oromia Regional State has 

implemented a package of reform initiatives instead of standalone one. 
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2.3.1.2.  Implementation of Balanced Scorecard for high 

performance in Ethiopia 
BSC can help public organizations in many ways such as focusing on strategy and 

results instead of activities, breaking  down communication silos between departments , 

better understanding and reacting  to citizens needs ; helping leaders in making better 

decisions based on leading  and lagging performance indicators , helping leaders budget 

resources more effectively,  helping leaders and employees in prioritizing the work they 

do, improving organizational performance by measuring what matters (Paul R. Niven  ; 

2014 :34) 

According to Kaplan and Norton(2001), implementation of BSC  help deepen  the 

principles   of  strategy focused organizations ; such as  (1) translating the strategy to 

operational terms (2) aligning the organization to the strategy (3) making the strategy 

part of everyone everyday job (4) making strategy a continuous process and (5) 

Mobilizing change through leadership. Consequently, BSC forge and cement human 

resource of an organization, raise their thinking altitude and embrace change; as well as 

creating psychological, performance and skill alignment which collectively enables 

build high performance organization. 

Furthermore, BSC is used as (1) measurement tools using   the four standardized 

performance dimension of BSC such as (a) learning and growth perspective to foster 

human capital development, strengthening organizational capital information capital so 

as to create good working climate, (b) internal business process perspective that improve 

operation management, stakeholders management, environment and social management 

and innovation management to produce and deliver goods and services (c)  finance 

perspective to that measure how far  public  resources are properly utilized and values 

are added and (d) citizen-perspective that measure how far citizens are benefited and 

satisfied  in which all perspectives are linked by value creating chain to drive 

organizational performance. In this regard, Tilaye Kassahun (2010, p. 40) state that BSC 

drives institutional performance through value creation chain among perspectives.  

 In addition, BSC is used as (2) strategic management system to solve vision barrier, 

people barrier, resource barrier and management barrier  and (3) communication tool 

which enable communicate organizational strategy, mission, vision and values to entire 
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organizational community in a more understandable way using strategy map  (Paul R. 

Niven ; 2003:34). Therefore, BSC is vital to foster human resource and process of an 

organization, enhance budget accountability, oblige an institution to be citizen-centric 

and realize the overarching vision statement; manage organizational strategy properly 

and create synergetic organization which is also the attributes of high performing 

organizations. 

Furthermore, Ismo (2007, p. 10) states that if the BSC-approach is adapted in the public 

sector the core leadership determinants to high performance are to be found from a wide 

range of potentially strategic success factors, such as:  the sufficiency and the 

availability of human resources, appropriate personnel structure,  stability, healthy and 

safety working conditions,  work motivation, commitment and work satisfaction,  

cooperativeness, trust, social skills and climate, competence and expertise, 

innovativeness and initiative, up-to-date technical infrastructure. Thus, implementation 

of BSC will drive high performance by creating strategy focused –organization, creating 

organizational alignment and incorporating strategic communication, strategic 

measurement and strategic management. 

As far as Ethiopia is concerned, the current government has launched grand policies and 

strategies such as Agriculture and Rural Development policy and strategy, Urban 

Development Policy and Strategy, Democratic System Building Policies and Strategies, 

Foreign policy and National Security Policy and Strategy, and Capacity Building 

Policies and Strategies promising to fostering the country’s all-rounded socio-economic 

development and promising to take the country to be middle income country. The major 

policies and strategies are 

Successful implementation of such public policy and strategy requires balanced 

scorecard as transformational and contemporary management tool to get the most from 

implementation of BPR, to establish result-based management system in the country and 

to create strategy focused organization driving high performance in conformity with 

Harvard Business Review (1992, p.19) that recognize “Balanced Scorecard as Measures 

that Drive Performance.” 

By the same token, BSC development team was established at regional level in the year 

2010 to prepare regional scorecard and strategic themes were endorsed by regional 
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cabinet; strategic objectives, strategic performance measures, targets and strategic 

initiatives have been cascaded for regional government from the first growth and 

transformation plan developed at federal level.  

Consequently, public organizations at regional level have developed their sector’s 

scorecard and cascaded to their zonal, town and district offices. In addition, corporate 

scorecards were developed for zones, towns and district administration to maintain 

vertical and horizontal alignment at all levels. Furthermore, massive training programs 

from regional level to district level  followed by endorsement of integrated performance 

appraisal directives by regional cabinet; evaluating performance from at all level and 

giving recognition for high performers. Thus, Oromia Regional State has implemented 

BSC to build strategy focused and result-oriented public organizations indicating 

attempt made to create and sustain high performing public organizations though 

analyzing the status of actual implementation in high performing and low performing 

public organization is the subject of this dissertation.  

2.3.1.3. Implementation of Citizen Charter in Ethiopia for high 

performance   
From public organization point of view, citizen charter is introduced with a view to 

empower citizens, to hold institutions and individual officers accountable for quality, 

timely and responsive services; to reduce rent-seeking attitude and practice; to change 

work culture and attitude to increase customer satisfaction; to oblige public officers to 

be conscious about quality of services offered to citizen and to public organizations to 

continuously re-engineer service delivery processes using feed-back received from 

beneficiaries ( Civil Service and good governance; 2013) 

Citizen charter enables to communicate strategic foundations (mission, vision, core 

values, target beneficiaries and strategic themes) of public organizations, service 

delivery standards, rights and responsibilities of beneficiaries, responsible bodies to 

deliver particular service, service delivery versions, complaint handling mechanisms, 

and addresses of responsible public officials.  

From citizen point of view, citizen charter can foster public partnership in decisions that 

affect their interest and contribute to democratic governance by making government and 
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public sectors accountable to citizens.  As James (2005, p.7) explains public 

participation is the process by which public concerns, needs, and values are incorporated 

into governmental and corporate decision making and hence creates a new direct link 

between the public and the decision makers in the bureaucracy. Such multipurpose 

public participation becomes fruitful when citizen charter is properly developed and 

communicated to citizens so as to strengthen accountability.  

In Oromia Regional State, citizen charter was launched at regional level in the presence 

of executive organs, legislative organs and judiciary organs, representatives of civil 

society organizations, elders and ‘Abbagadas’ in Oromo Culture,  and public Medias at 

federal and regional levels. On top of that, the same trend was applied at zone, towns 

and district level administrations through public meetings, brochures, bulletin, pamphlet, 

and so on.  Besides, strengthening implementation of citizen charter was set as key 

priorities   in government’s strategic direction (Oromia Regional State; 2015)  

For country that pursues democratic developmental state, public involvement in all 

matters is not the matter of choice, but the matter of ideological commitment. For 

instance, David M. (2015:12) specifies that democratic developmental state focuses on 

people-centered development and people-driven change that needs mobilizing all of 

society to take part in its implementation. Thus, the government can be able to secure 

such grand participation when citizens know what government does and how far their 

affairs are treated with accountability and trust is developed on what government does.  

As citizen-orientation, continuous learning from citizens feed-back, continuous 

performance improvement, enhancing quality, and strong citizen-public organization 

partnership are objectives of citizen charter and the features of high performance 

organizations as well, and Oromia Regional State has implemented citizen charter 

aiming at building high performance organization in the country though analyzing actual 

implementation in public organization is the concern of this dissertation in the course of 

studying   high performance practices in the region.  
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2.3.1.4. Implementation of Civil Service Change Army   in Ethiopia 

for high performance  
Implementation of New Public Management and New Public Service reform initiative 

advocate the importance of creating team-based organization. However, creating flat 

organization or team-based organizational structure and assigning public servants in the 

new structure alone doesn’t give desired result. Team building is the result of continuous 

and strategic work that bridges team from forming (embryonic stage) to maturity level 

(i.e. norming and reforming) on common agenda. To this end, experience of building 

effective military is taken as an example in building public service army in Ethiopia in 

general and Oromia in particular.  

According to Risa and Elizabeth (2007, p. 21) military effectiveness is measured 

according to the degree to which a military exhibits four crucial attributes: 

1) Integration of military activity within and across different levels;  

One of the key properties of an effective military is its capacity for integration which 

refers to the degree to which different military activities are internally consistent and 

mutually reinforcing. Accordingly, there is relationship among strategic, operational, 

and tactical activity, as well as with the force development activities that further those 

pursuits. The Strategic-level military activity involves overarching conceptions for how 

the military is to be organized and employed in support of major objectives. On the other 

hand, the Operational-level military activity is the method for employing force within a 

campaign and Tactical-level military activity refers to the specific engagement of units 

on the battlefield. 

Thus, an integrated military is one whose activities at the tactical level are consistent 

with those at the operational level and also support broader strategic objectives. In 

addition, integration also involves maintaining consistency in force development 

activities, such as procurement, training, and education with strategy, operations, and 

tactics. Furthermore, integration is the achievement of consistency within and across 

levels and areas of all military activity. Integration reduces waste and the duplication of 

effort. For example, if a state were to procure aircraft and other weaponry without 
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considering the missions and doctrine for which this weaponry would be used, the state 

might waste valuable resources on equipment that did not support the state’s strategic 

goals or tactical operating procedures. Integration also ensures that a military is prepared 

to use its resources to full capacity or to employ them as intended. Failures of integration 

compromise this ability. 

Accordingly, Ethiopia has borrowed the idea of integration from effective army 

attributes to strengthen alignment or consistency in public organization, minimize 

wastage or duplication of effort in public organization, and share responsibility among 

organizational members and taking collective responsibility in order to produce 

synergetic high performance.  

2) Responsiveness to internal constraints and to the external environment;  

Army responsiveness deals with the ability to tailor military activity to a state’s own 

capabilities, its adversaries’ capabilities, and external constraints. Accordingly, a 

responsive army is one that adjusts its operational doctrine and tactics to exploit its 

adversary’s weaknesses and its own strengths.   

Responsiveness helps ensure that a military is structured, organized, trained, and 

equipped optimally for its strategic environment. Responsive military leaders are those 

who constantly analyze their strategic and military situation, and who, in response, 

modify strategy, doctrine, procurement, and the like. These leaders remain aware of their 

organization’s own internal constraints and weaknesses and take corrective measures. 

Militaries without responsiveness may lose an accurate sense of their particular strengths 

and weaknesses because of a lack of critical self-evaluation and of rigorous assessment 

of the external environment. They may dismiss vital cues from their external 

environments and may be more likely to be caught off guard in anticipating the 

challenges they will face in the event of armed conflict. Without responsiveness, a 

fighting machine that looks good on paper may be ill equipped to fight the battles and 

adversaries it will actually face. 

Accordingly, Ethiopia has borrowed the practice of army responsiveness from the 

attribute of effective army to deepen self-assessment and renewal, use existing 

opportunities and lessen threats posed by rent-seeking political economy, ensure good 
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governance, develop internal capacity to stay competitive and get the best from its effort 

aimed at creating and managing  high performance public organizations. 

3) High skill (competency) and  motivation of army members   

Army skill measures military personnel and their units against some objective standard 

or benchmark in assessing their ability to achieve particular tasks and to carry out 

orders. This may include a military organization’s ability to assimilate new technologies 

or to adapt to sophisticated doctrine and demanding forms of military organization. It 

captures how well soldiers can use sophisticated computerized technology, and how 

proficient they are at firing and maintaining their weapons or at executing such tasks as 

coordinated tactical movements while shielding themselves from enemy fire. It is 

reflected in small units’ ability to adapt to a constantly changing battlefield and to 

exploit opportunities. 

The attribute of skill also captures a military’s ability to motivate soldiers and to ensure 

that they carry out orders, fight hard, and seize the initiative in combat. A military that 

can motivate its soldiers and their units and therefore maximize the initiative of 

individuals in combat units is better able to generate power in battle. Hence, militaries 

that incorporate training and education that heighten the sense of meaning and 

commitment to the organization, or that encourage strong officer enlisted relations and 

interpersonal bonds among individuals and which operate in a social, political, or 

institutional environment that supports and encourages the development of these 

structures can produce a more motivated military 

In a nut shell, military skill reflects the degree to which military personnel are, in the 

broadest sense, both capable and willing as they undertake difficult and complex tasks 

essential to preparing for and executing mission. 

As far as Ethiopia is concerned, the government has realized that building high 

performing team depends on the skill and commitment level of team members.  In this 

context, skill as key enabler of high performing was given focus in public sectors where 

all human resource in public organizations should have desired knowledge, skill and 

attitude to build high performing team and organization that provide quality service.  
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4)  High quality, as indicated by the caliber of a state’s tools and equipment. 

The quality attribute of an effective military is its ability to provide itself with highly 

capable weapons and equipment. Military effectiveness is maximized in states that are 

able to obtain a “better” system for a given resource dollar. Military activities associated 

with internal organizational planning and procurement processes— and the broader 

causal forces that affect them—are likely to be especially relevant in assessing “quality.” 

Unless the four attributes namely integration, responsiveness, skill and quality are 

equally available or if any one attribute is missed, the army have hard time to win the 

battle. 

When this concept is applied to public organizations, public servants are equipped tools   

such as BPR, BSC, Citizen Charter, ICT, public service change army and sector specific 

reform tools such as tax reform, justice system reform, etc which contribute to good 

governance. In Ethiopia, civil service change army is implemented aiming at creating 

common objectives  among civil servants on national and organizational objectives; 

strengthening synergy among organizational members through collective planning, 

implementation and decision making; promoting  institutional and country wide 

implementation capacity ; and enhancing institutional and country wide aggregate 

performance. To this end, members of the civil service change army are expected to 

uphold  values such as unreduced democracy, priority for citizen, best result in any 

assignment and civil servants with all-rounded personality that ultimately ensure 

meaningful transformation. 

Thus, the civil service army formation transforms civil service belief to transformational 

sprit comprising of placing organizational mission before anything at all times; never 

leaving aside a fallen comrade or teammate or rendering utmost brotherly and sisterly 

assistance; owning a never quitting attitude or working hard with bravery; and never 

accepting defeat or having the winning sprit. This model of organization is synonymous 

with high performing team or self-starting team in public sectors aimed at contributing 

maximum to register high performance in national and regional development endeavors.   

Development of professional character that embraces and lives desired civil service 

value occurs at three levels in an organization; namely institutional, work process, and 
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individual. Thus, the civil service professional character of this type requires a pervasive 

disposition toward the ethical capacities of self-command, empathy, and moral pride. 

This requires commitment to continuous learning characterized by keeping abreast of 

new developments in own occupation and profession , actively seeking to develop 

oneself professionally and personally , contributing to the learning of colleagues and 

subordinates , showing willingness to learn from others and seeking feedback to learn 

and improve. 

In Ethiopia in general and Oromia in particular, the civil service change army setup  is 

made up of councils of champion(high performing individuals) at organizational level 

led by top management, civil service change army team at process level led by middle 

level management or deputy head and one-to-five organization at structure below work 

process led by champion civil servants who are elected from team members based on 

their knowledge and skill, servant attitude, professional ethos and exemplary 

performance on assigned position or  incumbent in the bureaucracy.    

On top of this civil servant representing government wing and beneficiaries representing 

citizens’ wings are integrated by effective army system to bring synergetic high 

performance result in line with system approach in contemporary management 

paradigm.  

On top of that, implementation of effective military attributes in the context of public 

sectors can be used as a means of leadership development. According to Robert   and 

Paul (2005, p. 264), the military services have evolved effective approaches to 

leadership development that can provide useful models for civilian agencies and 

recommended leadership development by emulating military model. According to this 

organization, military organizations are effective in accomplishing one difficult 

mission— developing large, technologically complex forces and systems and employing 

them effectively in hostile environments. To successfully meet the operational, 

technical, and logistical challenges inherent in this mission requires high performance 

and gives evidence of leadership that is, at minimum, consistently very good-high 

performing leader. 

Despite institutional framework to build high performing team and thereby high 

performing organization some teams are rated as high and others are rated as low 
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performers in Oromia Regional State. Thus, it is the concern of the current thesis to 

analyze the status of high performing teams and that of low performing teams in public 

sector of the region. 

2.3.1.5. Implementation of ICT Reform for high performance in 

Ethiopia 
The national vision regarding ICT is transform Ethiopia from the status of a poverty-

stricken country to a middle-income economy and thereby stepping up to high income 

through deep-rooted participatory democracy and good governance based on the 

collective aspirations of its people   

Aligned with this national vision, the ICT industry’s vision is to improve the social and 

economic well being of the peoples of Ethiopia through the exploitation of the 

opportunities created by ICT for achieving rapid and sustainable socio-economic 

development, and for sustaining a robust democratic system and good governance 

(Ethiopian ICT policy, 2009) 

The goal of the ICT policy is to vigorously promote an ICT-driven socio-economic 

development process and transform Ethiopia from an agriculture-based economy and 

society to a predominantly knowledge- and information-based economy and society with 

deep-rooted democratic culture and good governance; which is high performance. 

To this end, the Ethiopian government has made development of information and 

communications technology (ICT) as one of its strategic priorities; which is 

demonstration of its commitment to the development of ICT both as an industry and as 

an enabler of socio-economic transformation.  

Regarding ICT an enabler, it is strategized to be used for e-governance with the   

objectives aimed at (1) strengthening the interaction between citizens and the state to 

enhance participation of civil society in public affairs and promote social inclusion (2) 

disseminating and promoting the new e-Governance services so that all citizens have 

access to them on an equal opportunity standing (3) increasing the capabilities and 

responsiveness of public institutions through the use of ICTs to achieve better 

governance and to enhance efficiency, transparency and accountability (4) contribute to 

the development of a favorable environment for sound economic growth (5) foster the 
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development of a knowledge based society and bridging the digital divide.  As clearly 

stated, these objectives enunciate intention of the government to support public service 

with ICT and enhance good governance, strength the relationship between citizens and 

public organizations, support socio-economic development, enhance public sectors 

capacity and so on.   

  Niven (2014) also confirms the enabler role of information communication technology 

in the public sector when he communicates as: 

 Automation supports true organization-wide deployment of the tool. 

Cascading the Scorecard across the enterprise (having lower-level 

groups develop their own Scorecards) can often lead to the development 

of dozens of Scorecards if not more. Without the use of an automated 

solution, managing the process and ensuring alignment can prove 

difficult. Communication and feedback may also be dramatically 

improved with software (pp. 291) magnifying the importance of ICT in 

BSC implementation. 

Besides, Varun and William J. (1998, p. 14) also repeat the enabling role of ICT in 

reconfiguring business processes from a highly serial pattern with many intermediate 

steps to a parallel pattern permitting several functions to proceed independently and 

having the potential to change what and how things are done which considers ICT as 

nitty-gritty ingredient for BPR implementation. 
 
Thus, the regional government has implemented ICT  reform for strengthening 

performances of public institutions; for achieving transparency and more efficient 

functioning of institutions and hence as  indispensable requirement for establishing and 

managing high performance government and high performance public organizations 

though  analyzing the status of system quality and result quality ; as well as the status of 

public sector  innovation as part and parcel of high performing organization is the 

concern of this dissertation   the extent of enabling role is analyzed  
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2.4. Review Of Empirical  Literatures on High Performing 

Organization 
According to Yogesh Kumar Singh (2006: 35) human knowledge has the three phases: 

preservation, transmission and advancement which are of particular importance in 

research that operates as a continuous function. Accordingly, review of  previous 

research works conducted  high performance  organizations is made by current 

researcher to be familiar with what is already known and with what is still unknown and 

untested; to customize frameworks where applicable for current dissertation.  

The review of relevant empirical literature showed that previous researchers have 

approached the study of high performance from different backgrounds and angles. To be 

specific, some studies were conducted globally or they were not country specific;  some 

studies were country specific as well as sector specific. Consequently, the review of 

selected researches on high performance organizations is presented as follows based on 

their scope. 

1) Studies conducted on High performance Private sectors globally  

One of the studies on high performance private organization conducted globally was the 

study carried out by Andréa (2010). The researcher  has reviewed 290 different studies 

conducted worldwide  on high performing organizations  which were administered to 

Europe, Asia, Africa and South-America with a view to identify factors having positive 

relation with organizational performance. In his study, the researcher has made no 

selection as to the type of organization, industry, country or time period during which 

those studies were made in order to avoid selection bias and enable generalization as he 

claims. After high performance factors were identified based on review of previous 

studies, questionnaires consisting high performance factors were prepared   with ten 

point Likert Scale and administered to managers during executive workshop program 

offered by researcher and colleagues between 2005 and 2007 all over the world.  

In the questionnaire the respondents indicated how well their organizations performed 

on the various HPO characteristics on a scale of 1 (very poor) to 10 (excellent) and also 

what their organizational results were compared to their peer group and administered to 

1470 organizations all over the world. The factors of comparisons between high 

performance and worse performance were management quality, openness and action-
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orientation, long term orientation, continuous improvements, and work force quality in 

which each major variable is characterized by detail variables. 

Finally, non-parametric Mann-Whitney test was applied to test for difference in group 

mean between high performance and low performance organizations and found 

statistically significant differences between these groups for the five HPO factors. 

The current researcher agrees that application of non-parametric test by Andréa was the 

right choice since population parameter was not known and the questionnaires were 

administered to executives who came to attend workshop only. 

On the contrary, choosing only executives as respondent to rate their organizations’ 

performance on all high performance factors and all the related characteristics may 

affect quality of the study. He could have involved employees and beneficiaries can be 

to get balanced response.  

Furthermore, the study mainly focuses on organizational level (Meso-level) but doesn’t 

show performance level at team and individual (micro level) that could have shown the 

status of high performing team and high performing individuals. 

The second study on high performance companies all over the world commissioned by 

AMA (2007) was conducted by recruiting 1,369 respondents using data obtained 

through questionnaires developed on 7 point rating scale.  

The study team grouped respondents into three categories lowest performers, mid-level 

performers, and highest performers based on their performance report and then   

compared the highest performers with the lowest performers using response given by 

respondents on  key attributes conceptualized using five integrated components of a 

high-performance organization such as strategy, customer focus, leadership, processes 

and structures, and values and beliefs .   

  The group of organization was made on self-reported data and the analysis was made 

based on self- administered questionnaire and the results showed that high-performance 

organizations are superior to their low-performer counterparts on all high performance 

factors. 

The current researcher agrees with approach followed by these study teams in terms of   

categorizing companies as low performers, middle performers and high performers and 

ultimately comparing the two extreme performances.     
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The third study reviewed for the purpose of current dissertation is the analysis of 91 

studies made by Andréa (2007) to identify characteristics which high performing 

organizations have in common. The analysis yielded that high performance 

organizations foster organization-wide sharing of information, create clarity and a 

common understanding of the organization’s direction and strategy, continuously 

simplify and improve all the organization’s processes to improve its ability to respond to 

events efficiently and effectively and to eliminate unnecessary procedures, work, and 

information overload, continuously innovate products, processes and services , apply 

user-friendly ICT , coach and facilitate employees by being supportive and helping 

them,  create a learning organization by continuously investing in training and upgrading 

of skills, establishing good management development and create a culture of 

transparency, openness and trust by establishing a shared understanding , maintains 

good and long-term relationships with all stakeholders by networking broadly, being 

generous to society, and creating mutual, beneficial opportunities and win-win 

relationships. The current researcher is satisfied with the approach followed by Andréa 

in collecting work done on high performance organizations and attempt made to identify 

common attributes of high performing private organizations. From this, important 

attributes that are suitable for public organizations are obtained and customized in the 

context of public organizations. 

The fourth study on high performing organizations conducted globally is by Boston 

Consulting Group (2011) which has compiled fourteen organizational and people 

characteristics and categorized in to five characteristics that contributed to high 

performance organizations based on their continuous research activities. These factors 

are leadership, organizational design, people, change management, and culture and 

engagement.   

This is partly similar to Jargon (2006) who identified interactive components of high 

performing organization as leadership approach, strategic approach, customer approach, 

process and structure approach, and values and believes approach. Through continuous 

consulting and research activities, this consulting firm has identified that high 

performing companies are found to be better than low performing companies in terms of 

leadership development, change management approach, human resource development, 
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and building high performing culture. The current researcher also agree in their approach 

to find common feature of high performing organization  and takes those attributes 

where applicable  and customize to evaluate in context of Oromia Regional State. 

The fifth study under this category is conducted by Hay Group (2012) on factors 

contributing to high performance to identify attributes of 40 companies that are financial 

performance leaders. According to their findings in high performing companies people 

are considered as the most important assets, leadership is leading, people are given 

freedom, aligned, committed to work in team, and consider their development as first 

priority(i.e. committed to improve themselves). Regarding the study conducted by this 

group, the current researcher agrees in the attempt made to analyze the commitment of 

leaders and employees. However, the study strongly focuses on human side of an 

organization with less attention to other variables such as non-human factors- structure, 

systems; even beneficiaries side was not entertained.  

The sixth HPO study carried out globally was conducted by Squires (2002) in order to 

determine whether or not the work performed in a high performance workplace is 

different from the work performed in an organization that is not rated as high 

performance. To this end, the HPO factors selected for the study was work design, 

quality programs, and customer service orientation, team building, and human resources 

practices. The data were collected from frontline workers by distributing 8,334 validated 

survey comprising of yes or no questions and other questions prepared on five point 

Likert scale and collected 3,227 (40% response) from 787 companies. As to the data   

analysis descriptive statistics such as percentage, means and standard deviations were 

applied and finding showed that high performing organizations are better than low 

performing organizations on all the selected attributes.    

The seventh global study on HPO was conducted by Andréa (2007) aimed at identifying 

the characteristics of high performance organizations (HPO).  The research was based on 

a Meta analysis of the results of 91 HPO studies performed so far.  Based on the 

rigorous evaluation of research works conducted on HPO, he has identified high 

performance organization characteristics as organizational design, strategy, process 

management, technology utilization, leadership, individuals and roles, culture, external 

orientation. The current researcher also agree with appropriateness of the methodology 
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employed by this researcher  in collecting relevant high performance organization 

researches,  categorizing similar  factors  together and   weigh them based on the 

frequency of their appearance in ninety-one research works. Furthermore, attributes of 

high performing organizations identified by Andréa is contextualized for public sector 

and analyzed in case of public sectors in Oromia. However, the study by Andréa fails to 

identify strengths and weaknesses at team level and individual level which might be due 

lack of depth in the studies used as reference.  

The eighth global study on high performing organization was conducted by   Joyce 

(2005) and Joyce, Norhia and Robertson (2003) cited in Ronald J. and Cary L.  (2008: 

15) report the results of a long-term study of what really works in achieving and 

sustaining high levels of financial performance by organizations. He and his research 

team collected and analyzed ten years of data from 200 firms in 50 sub-industry 

groupings. As to the methodology, data were collected via interviews, surveys and 

archival sources. They identified eight management practices that distinguished 

successful from unsuccessful organizations. Their finding shows that four critical factors 

such as strategy, excellence (absence of flawless operation), culture (performance-

oriented culture) and structure in high performance were better than in low performing 

organizations. Therefore, these factors are customized and applied to analyze the status 

of high performance practices in public sectors of Oromia Regional State. 

2) A study conducted on high performing public organizations globally 

The first study under this category is taken from Andréa (2009) conducted on 623 public 

organizations worldwide based on five high performance factors such as quality of 

management, openness and action-orientation, long-term commitment, continuous 

improvement and quality of work force which he acknowledged taken from the 

experience of Dutch Public Sector experience. The Dutch government aimed at 

improving the performance of the public service by making better policy plans; reducing 

compartmentalization of government functions; reducing the civil service workforce; 

and generally being more efficient (Ministry of Internal Affairs, 2007) that necessitated 

reform focusing on improving those factors that would make public service 

organizations truly successful. 
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The questionnaires were developed on ten points Likert Scale, distributed, collected and 

analyzed. After the data were analyzed for the five HPO factors and their characteristics, 

the researcher has recommended improving the characteristics for which the average rate 

was less than 6.00 such as quality of management, process management, performance 

management and quality of workforce indicating that the average six point from ten 

point is acceptable for public sectors though a lot to go to reach 8.50 which shows 

average worldwide rate for excellent private sectors according to Andréa (2009). As the 

study was conducted on public sectors, those attributes of high performance are applied 

accompanied with other attributes in the current study on high performance government 

practices in Oromia regional State  However, the study doesn’t identify characteristics of 

high performing individuals and high performing teams to know them and apply for low 

performers. 

3) Country Specific  and Sector Specific Studies on High Performing  Public 

Organizations  

The study by Tobias and Andréa (2012) were conducted on Zambian Ministry of 

Commerce, Trade and Industry and its six statutory bodies. Objective of the research 

was to determine the level of high performance in the public sector and identify the 

factors representing a significant challenge to high performance in the public sector in 

Zambia. The researchers have developed questionnaires rated on scale of 1 (very poor) 

to 10 (excellent)  in which respondents of the questionnaires were asked to indicate how 

well their organization performed on the various HPO characteristics and rate their 

perceived level of performance.  Next, the questionnaires were sent through internet to 

managers and employees of the ministry and secured response of 171 respondents 

(response rate 42.3%) followed by organizing workshop for representatives of the same 

organization. The conceptual framework of this study comprises management quality, 

continuous improvement, openness and action orientation, long term orientation, and 

workforce quality and the analysis was made for these factors and correlations of the 

factors using inter-item analysis were computed. Ultimately, HPO diagnostic workshop 

was conducted with leaders and employees of the ministry to discuss on the reason for 

the scores, possible improvements, barriers to the improvements and possible solutions 
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and finally a high level meeting was also held with cabinet to communicate the 

understanding of the meanings behind agencies scores. 

This thesis agrees with above study concerning the approach which invites leaders and 

employees to rate their level of performance on high performance factors as well as the 

inter-item analysis approach to see the correlation between high performance factors as 

well as with regard to incorporating qualitative data wherever necessary.  On top of that, 

the factors identified by that study are also useable to analyze the status of high 

performance in Oromia. However, the approach used by those researchers to distribute 

questionnaire and collect response through internet has made response rate to be small, 

though it is cost effective. On top of that, the study doesn’t have views of public wing 

(demand side) which would have been very crucial to gauge ministry’s performance 

properly.    

The second country specific and sector specific study that was reviewed by current 

researcher was the study conducted by Mannion,   Davies and Marshall (2005) aimed at 

comparing and contrasting the cultural characteristics of “high” and “low” performing 

hospitals in the UK National Health Service (NHS) to determine existence of cultural 

difference between high performance and low performance hospitals in the country. 

In order to identify high performing hospital from low performing hospital, the star 

performance rating system was used. Accordingly, three-star organizations were judged 

to have the highest level of performance, two-star organizations were judged to be 

performing well overall but not achieving the same consistently high level of 

performance as three-star hospitals, one-star organizations were judged to have some 

cause for concern, particularly regarding key government targets, and zero-star 

organizations are judged to have the lowest level of performance against key 

government targets. 

In order to draw sample, purposeful sampling of four “low” performing and two “high” 

performing hospitals were sampled. For the purpose of accuracy, hospitals that received 

commission for health improvement were selected as sample.  

Next, semi-structured interviews were conducted with key officials such as   chief 

executive and the medical directors  regarding their understanding on organizational 

culture and whether their hospitals have distinctive organizational culture, their 
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perception on relationship of local culture and possible performance, type of desirable 

and undesirable cultural traits in their hospitals, organization culture management 

strategy, and strategy of identifying and reporting quality problems in their hospitals and    

were analyzed using the qualitative method 

Finally, researchers looked for any apparent linkages between culture and performance 

that could be generalized across the case-study sites, including the similarities and 

differences between the cultures of “low” performing and “high” performing hospitals. 

Following this scrutiny the point of departure between high performing and low 

performing hospitals showed that leadership and management orientation; accountability 

and information systems; human resources policies; and relationship within the local 

health economy are perceived high in high performing hospitals as compared to low 

performing hospitals.  

 Though clustering hospitals based on their performance as high performing and low 

performing is believed to represents a more efficient sampling strategy than selecting a 

random sample of all organizations, relying on interview alone as data collection 

technique as well as choosing respondents in high organizational echelon(i.e. executive 

and directors)  might have more subjectivity and affect its credibility.    

The third country specific and sector specific study reviewed by current researcher is 

that of Andréa and Jeroen (2013) relating to high performance in the Philippines with a 

case study of NEH –an organization that export banana. 

Accordingly, an HPO questionnaire was developed on ten point Likert scale ranged 

from 1 (very poor) to 10 (excellent); mailed to all managers and employees of NHE and 

secured 100% response rate (220 respondents). The HPO Center then calculates the 

average scores on the HPO factors and conducts interviews with selected managers and 

employees to “get the story behind the figures.”  

Individual HPO scores were then calculated, summarized, and presented in a graph 

indicating NEH’s performance relative to an HPO. The analysis of the HPO scores, 

combined with the interview results, indicates where the organization has to take action 

to improve in order to become an HPO. 

 The result of the analysis showed that the management team scored significantly lower 

(average HPO score 7.2) than the other levels (middle managers: 8.0, assistant 
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managers: 7.9, supervisors: 8.4, team members: 8.4) with aggregate result for NEH 

enterprise was 8.3 creating a perception gap between the management team and the rest 

of the enterprises’ community, but NEH’s team members scored the highest and were 

the most positive about the organization comparable with supervisors. 

The current researcher agrees with this study with reference to involvement of all 

organizational community from top to lower (i.e. management team, middle managers, 

supervisors and employees in the survey.) However, denying involvement of external 

stakeholders as respondents (i.e. failure to involve beneficiaries and nearby community) 

might decline acceptance of the study.      

Fourthly,  the study carried out by Muhammad  , Karen   and  Sajid   (2013) to compare 

learning culture of high performing and low performing boys’ and girls’ high schools in 

Pakistan was also reviewed. The questionnaires were mailed to administrators of 164  

public schools at their respective school addresses and participants showed interest, 

filled and returned the questionnaire in three-week time period with response rate of 

100% due to multiple contact with respondents.  Then the data were entered into SPSS 

and Cronbach alpha was calculated for reliability. The factors used by researchers to 

compare learning culture of high performance and low performance high schools were 

those used by previous researchers comprising of  continuous learning, dialogue and 

inquiry, collaborative team learning, embedded learning, empower people , system 

connection, strategic leadership, financial performance, and knowledge performance. 

With regard to method of analysis, the researchers computed descriptive analysis (mean 

and standard deviation) and T-test for independent sample to test hypothesized statement 

that boys and girls high schools would differ on their score on the dimensions of the 

learning culture and inter-correlations among learning dimensions were also computed. 

The finding showed that boys’ and girls’ high schools differed significantly on all 

domains of the learning culture and statistically significant differences were also found 

between high and low performing schools on the dimensions of strategic leadership and 

knowledge performance. 

The current researcher agrees with these researchers in using factors of learning culture 

used by previous researchers, applying Cronbach alpha where necessary, applying T-test 

for independent samples to test significance of difference between high and low 
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performing schools as well as between boys’ high schools and girls’ high schools. 

However, failure to involve teachers and students in sample and selecting schools 

administrators alone is weakens creditability of that study.  

The fifth country specific and sector specific high performance organizations study was 

conducted by Janet K., Andréa, Walle (2012) on the applicability of the high 

performance organization framework in financial institutions of Uganda aiming at  

establishing the level of high performance in those institutions. 

The methodology of that research involved reviewing the existing literature, conducting 

a survey, and matching the survey results. To this end, the five factors HPO framework 

such as (1) management quality, (2) workforce quality, (3) long term orientation, (4) 

continuous improvement, (5) openness and action orientation were used  and survey  

questionnaires were scored on a ten-point Likert scale, ranging from 1 (strongly 

disagree) to 10 (strongly agree).   

Before conducting the analysis, a reliability test was conducted on each of the five 

factors of the high performance framework using Cronbach alpha varied from 0.785 to 

0.968 indicating a high degree of reliability. The mean for HPO factors were calculated 

and concluded that there is an average level of performance as identified by their 

findings. The current researcher agrees with those researchers on research methods; such 

as using common framework, computing Cronbach alpha for reliability, computation of 

mean level of performance to identify areas need further improvement. 

The sixth study under this division  was conducted by Aryasri and  Shafiuddin (2013) 

aiming at identifying organizational culture that enables the creation and maintenance of 

a high performing organization in case of  Hyderabad Information Technology Campus 

that has been listed among the top performers by the Fortune 500 India. To this end, data 

were collected through structured questionnaire from 97 employees who were selected 

based on convenience and snow ball sampling; the hypothesis has been formulated and   

tested using SPSS software. The attributes selected for analysis were performance 

measurement and performance based rewards, commitment, loyalty, and belongingness 

among members. Furthermore, data were subjected to Cronbach Alpha test for reliability 

test and the overall alpha for the all items was 0.503 and claimed by researcher as very 
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high and having internal consistency. The findings showed that employees in high 

performing organization were satisfied and feel empowered.  

 The current researcher agrees with these researchers in choosing an organization which 

is acknowledged to be among the top performers and attempting to identify cultural 

characteristics that contribute to high performance. The point of departure with these 

researchers is in the area of reliability test which they have claimed as internally 

consistent when the overall alpha value is less than 0.70.   Furthermore, involvement of 

employees alone as respondents ; failure to incorporate all important high performance 

factors such as leadership quality, and organizational relationship with customers, 

employees knowledge and skills are some of the gaps in that study.  

4) Country specific  and non-sector specific study conducted on high 

performance 

 One of the studies of this category was carried out by  Annabel 

The current researcher agrees with 

(2004)  on the attributes 

of high performing employees in Cyprus attempts to identify the characteristics of high 

performing employees as perceived by their managers and employers. The target 

businesses were public enterprises comprising 29% and private enterprises comprising 

of 71% of the enterprises addressed by the study. In terms of sector composition, 

banking, insurance, shipping, accounting, tourism, and medical service, import/ export, 

whole sale trade and retailers were covered by the study. The survey which consist 

characteristics of high performing employees were prepared using Likert Scale and were 

mailed to 300 large organizations in cities across the country and 72 useable surveys were 

returned (response rate of 24%). Then, primary data were analyzed using SPSS statistical 

package and frequency distributions, cross tabulations and factor analysis were used to 

analyze the primary data collected for this purpose. 

Finally, the finding showed that workers considered high performers have high self-

efficacy, are good communicators, prefer working in groups, have an internal locus of 

control, and have low organizational commitment as reported by managers and 

employers of both public enterprises as well as private enterprises.   

Annabel (2004) in that leaders are chosen to rate the 

status of employees on high performance characteristics because leaders know the 
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whereabouts of their followers at work place. However, the low response rate can highly 

affect the creditability of the study.  

The second country specific and non-sector specific high performance study was 

conducted by Francis (2003) in Ghana in order to examine whether there are significant 

differences in the characteristics of poor performing and good performing public 

organizations. To this end, the selection of organizations and employees for the study 

proceeded along the following steps. First, a list of public organizations was compiled. 

Second, a list of 25 “knowledgeable”—persons who live in Ghana who are well-

informed about the tasks of public organizations consisting of public officials, bilateral 

and multilateral agencies, non-governmental organizations, academic institutions, 

research organizations and private agencies—were also compiled. Third, using survey 

questionnaire, the respondents were asked to rank the 47 public organizations on a scale 

of 1 to 5 (1 for poor performer; 5 for best performer) based on their capacity to perform 

the major tasks. The factors used for the study were internal factors such as hiring 

procedure and performance evaluation system as well as external factors such as 

political interference. Fourth, the results from the survey were tabulated and the mean 

score for each organization was determined. The organizations were ranked according to 

their mean score and the 13 top-ranked organizations and the 13 bottom-ranked 

organizations (i.e., a total of 26 organizations) were selected for the next phase of the 

study. Next, the 13 top-ranked organizations were classified as good performers and 13 

bottom-ranked organizations were classified as poor performers. Ultimately 19 of the 26 

organizations, participated in the study, including 9 from the top-ranked and 10 from the 

bottom-ranked and a total of 223 employees in these organizations were interviewed.  

Concerning data analysis, averages were computed both for good performers and poor 

performers on internal and external factors for influencing public sectors performances. 

Furthermore, the researcher conducted independent sample t-test to test whether the 

means for the two groups are significantly different (i.e. whether the differences in 

means are significantly different from zero) and ultimately found significant difference 

between good and poor public organizations with respects to remuneration and hiring 

criteria; recommended proper implementation of public sector reform to change 

organizational culture of poor performing organizations.  
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 The current researcher agree with Francis (2003) in that grouping  public organizations 

on the basis of  their performance as good and poor performers  is appropriate to identify 

factors contributing to good performance. On top of that computing mean for each group 

of organization and testing for the significance of difference between the two is also the 

right approach.  

As a point of criticism, despite the fact that there is no magic bullet to differentiate good 

performers and poor performers, the researcher didn’t exhaustively use the common 

high performance factors repeatedly used by many researchers. On top of that the voice 

of beneficiaries and their representatives were not heard in identifying good performing 

and poor performing organizations which make it more subjective. 

The third study under this category was commissioned by AMA (2006) and carried out 

in America by recruiting 1, 472 respondents from business enterprises. An analysis of 

the survey based on self-report results found that companies that perform better in the 

marketplace are also more likely than their low performance counterparts to view 

themselves as agile and resilient, see “change as an opportunity,” and view themselves 

as having better change capacities at the individual, team, and organizational levels and 

too many high-performance organizations see change as a competitive advantage as 

compared to their low performance counterparts. The results reveal which attributes are 

stronger in high-performance organizations than in low performing organizations and 

paint a compelling picture of how high-performance organizations achieve their success. 

The current researcher agrees with methodology utilized by those researchers in 

comparing high performers with low performers based on self-reported performance rate 

on pre-identified high performance factors at organizational level, team level and 

individual level.    

The fourth study regarding country specific but non-sector specific was carried out by    

Blackman, D. et al (2013) in Australia public sectors aimed at identifying enablers and 

impediments to high performance. To this end, the study team has conducted 

documentary analysis such as reports and performance management documentation and 

public documentation such as government publications and annual reports; conducted 

semi-structured interviews and focus groups discussions administered to 226 

respondents and analyzed through frequency distribution to identify the factors that 
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deserve concern and on which they are doing well.  Furthermore, the team has 

developed a four tier high performance framework comprising high performance 

governance, high performance organizations, high performance groups, and high 

performance individuals. In this regard, the current study strongly agree with 

methodology employed by these researchers  in terms multiple approaches  of data 

collection as well as in development of the four tier high performance framework that 

goes with unique nature of public entity. However, the current researcher disagree with 

the concept ‘high performance group’ because they could have substituted it with ‘high 

performance team’ since team is more relevant for high performance system than group.  

The fifth study of this category was conducted by Jarvis (2016) aimed at identifying 

characteristics of high performing public service in Canada.   

  To this end, the researcher has implemented three approaches to collect data; such as 

(1) conducting an expert advisory panel with former senior public servants and other 

practitioners, former politicians and senior political staff, and a number of leading 

scholars and other expert observers from Canada and abroad. The advisory panel 

discussed the challenges facing the civil service, deliberated on what reforms are 

necessary and considered if and how reforms could actually be accomplished (2) 

conducting semi-structured interviews with 20 individuals from different levels of 

government identified by advisory panel members and through as part of research 

process (3)  reviewing existing literature concerning high performance. 

Based on these three lines of research, the researcher identified six characteristics of a 

high performing Canadian Civil Service comprising of innovation, transparency, 

accountability, collaboration, evidence-informed analysis and public and political 

commitment. 

The current researcher partly agree with approach of  Jarvis(2016) to identify 

characteristics of high performance public service through multiple data collection 

methods such as discussion, interview and document analysis. However, failure to 

incorporate expectation of the public is the point of departure. Furthermore, that study 

couldn’t identify characteristics of high performance attributes at team level and 

individual level. Besides, the four tier high performance dynamic framework that could 

have been used as disciplined framework in the public sector was not developed.  
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The major area of agreement which the current researcher have with Jarvis; which other 

researchers haven’t explicitly identified, is  commitment on the side of the public  to 

consider citizens-public sector quality as one of the high performance pillars. On top of 

that the current researcher, Blackman, D. et al (2013) and Jarvis (2016) agree on 

importance of considering political commitment (mega level) as one of the important 

dimension to be considered.  Besides, it is worth considering factors identified by Jarvis 

(2016) such as innovation, transparency, accountability, collaboration, evidence-

informed analysis and public and political commitment matching with factors identified 

other researchers. 

2.5. Summary of Literature Review 
Citizens expect government to play economic governance, administrative governance, 

social governance, justice governance, security governance and democratic governance 

which in turn requires government to bear a duty to deliver by designing proper policy, 

strategy, and institutional framework.  This has made performance of government and 

public organizations to be a pervasive agenda all over the world.    

As community, government, organizations, knowledge and the world are not static, 

philosophical foundations behind performance has always been in continuous 

movement. The wave of government and public sector performance movements has 

been manifested in philosophy, concept of performance; approaches used to measure 

performance, drivers of performance. 

Accordingly, philosophical developments pertaining to public entity such as public 

administration, new public management, new public service or new public sector 

governance, etc have been emerging in search of enhancing performance of government 

and its machineries. In this regard, public organizations have been through classical, 

neo-classical and contemporary management theories.  

Based on review of relevant literature, it is confirmed that the classical theories of public 

administration by and large focus on improving efficiency (i.e. dimension of 

performance) based on   one-size- fits all (one best way) approach; while neo-classical 

theory focus on human side of an organization to improve productivity and the 
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contemporary public management theories focus both on human side and organization 

side simultaneously. This doesn’t mean that the new theories are perfect. For instance, 

NPM intends to shape public organization (i.e. government) with market model 

regardless of their unique nature.  However, the new public service (NPS) paradigm fills 

the limitation of NPM by recognizing (a) managerial, (b) political, and (c) legal bases of 

administrative behavior of public service system in government.  Therefore, the current 

thesis analyzes high performance government practices in Oromia within the NPM and 

NPS paradigms since the two are not mutually exclusive; but mutually reinforcing.  

In the same line of thinking, the approach to create and manage high performance has 

passed through three view points; namely (1) rational process perspective (mechanistic 

perspective) which focus on achieving high performance through anticipating, 

interpreting and effectively responding to the changing political and administrative 

demands (2) humanistic perspective (organic perspective) which focus on creating and 

managing high performance by investing in people (software side) of organizational life 

(3) socio-technical approach focuses on creating and managing high performance 

organization by modernizing organizational system (hardware) to better respond to 

political and public demand on one hand  and investing in human resource as valuable 

and irreplaceable assets (software) on the other hand to create and sustain high 

performance modern organizations. The socio-technical approach of enhancing high 

performance goes with new public management and new public service paradigm so that  

creating and managing high performance needs modernizing working on both hardware 

and software aspect of an organization and properly responding to public and political 

demands. That is why reform initiatives such as BPR, BSC, Citizen Charter, ICT, Team 

building, etc are introduced simultaneously. The current thesis analyzes high 

performance from socio-technical perspective.  

Furthermore, performance assessment  approaches have grown from time to time such 

as (1) rational goal approach which stresses on achievement of goals (2) system resource 

approach that assesses effectiveness of an organization  in generating and properly 

utilizing critical resources needed by an organization (3) internal process approach 

which  focus on assessment of internal health of an organization or effectiveness of 
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organizational process ; and (4) multiple constituency approach which comprises all the 

three approaches in one place and assesses satisfaction of stakeholders towards 

organizational performance. Since the multiple constituency approach recognizes the 

administrative and political aspect of public organization and also enables to see 

performance from different angles, the current thesis applies this approach in analyzing 

performance evaluated using BSC framework and analyzing primary data obtained from 

internal and external stakeholders-the proper approach to see high performance from 

system wide alignment.  

The review of studies conducted on high performance practice in America, Europe, 

Asia, and Africa show that some studies on one sector; some focus on organizational 

level alone (i.e. ignoring team and individual level performance), some are conducted 

globally; some are restricted to one country; most studies use different conceptual 

framework; most used different methodologies; most studies missed system wide 

alignment when conducting high performance in public sector.  Therefore, the current 

researcher adopts methodologies, high performance factors and conceptual framework 

that fit the context of public sector and still make required improvement based on review 

of related literature.  

2.6. The High Performance Conceptual Framework 
 In order to develop conceptual framework for the study, the researcher considers 

objectives of the study and review of theoretical   and empirical literature.  With regard 

to theoretical literature, nature of developmental public service, the NPM, NPS and 

institutional reforms derived from them call for organizational alignment (i.e. 

congruence between purpose, strategy, processes, structure, culture and people) and 

system-wide alignment(i.e. macro level, meso level and micro level)  and democratic 

governance which the current conceptual framework takes in to account. 

In addition, the review of empirical literatures used for adopting high performance 

factors are  studies conducted by  Andréa De Waal (2007, 2009, 2010, 2012),  Jargon 

(2006) and Jarvis (2016) summarized as leadership quality, human resource quality 

organizational system quality, public sector performance quality,  and  citizens-public 

sector partnership quality, etc and the detail will be in methodology part of the thesis.  
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Accordingly, the dynamic four-tier high performance conceptual framework is adopted 

for the current thesis being the product of dynamic system based on review of theoretical 

and empirical literature.  

2.6.1. Justification and Description of Conceptual Framework 
The dynamic four tier high performance conceptual framework depends on the 

following understanding:    

1) Institutionalized environment ( New Public Management, New Public 

Service  and  Public Sector Reform) 

The transformative initiatives available in the political and administrative market are 

collectively gift packages and served buffets. They are gift packages because they have 

many initiatives within them which any country and organization can use. They are 

served buffets because it is up to the country and organization to pick up and apply 

standalone initiative or bundles of initiatives.  At the same time, these initiatives can be 

improved, promoted, challenged, learned when they are used by countries and 

organizations, teams and individuals. Thus, these initiatives need users (i.e. countries, 

organizations, teams and individuals) to grow and give fruits; the users need them to 

solve their problem and prosper. 

2) High performance government 

Public sector reform can be substantive reform which gives policy priority of 

government or public officials (i.e. what must be prioritized and what must be excluded 

from public sector reform; and what are benefits and costs) and   deals with substances 

and consequences. On top of that, public sector reform also requires defining forms and 

directions such as top-down (i.e. elite dictated reform where public servants have no 

saying) ; bottom-up reform (i.e. environmentally induced pressured reform which arises 

from popular need for change and adopted by elites) and institutionalized reform (i.e. 

considered as  more holistic and inclusive models of reform that involve institutional 

culture and values as well as people or members of the system being affected by the 

reforms ;  viewed as more desirable as it offers the advantages of both top-down and 

bottom-up models and  cultural acceptability of the people being affected) (Farazmand, 

2006, p. 232). 
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Furthermore, governments may be committed to implement reform or resist it. Even, 

supporters themselves implement public sector reform from different perspectives based 

on ideological differences. Consequently,  some implement reform to diminish the size 

of government by transferring most of the  government roles to private sector through 

massive privatization; while  others implement public sector reform to improve their 

performance from within without significantly diminishing the size of government.  

In addition, governments may implement public sector reform either to make public 

service responsive to changing environment or politicians and governments like to leave 

their imprint on domestic policy, to have a beneficial impact on the lives of their citizens 

(Barton 2013, p. 4) 

 In light of the above discussion, this thesis assumes that government ideological 

philosophy, government commitment in setting policies and strategy, commitment for its 

implementation, commitment to implement public sector reform and capacity to 

implement policies, strategies, and public sector reform can determine the extent of its 

performance; and influence and influenced by public organizations. 

3)  High Performance Public Organization 

Realizing national and regional vision to make Ethiopia a middle income country and 

beat poverty in condensed period of time led by democratic developmental state 

philosophy needs high performing public sectors which can cement collaboration among 

many actors and translate big idea into reality.  

Accordingly, high level policy and strategy priorities set by government, constitutional 

and legal requirements laid down by government, performance management framed by 

government, etc needs fertile land to grow and give fruit. Accordingly, ensuring 

sustainable development needs fundamental change in both decision-making 

mechanisms and public administration systems” (Chai 2009, p. 2) recognizing   public 

organizations as game changers. In addition, improved performance does not happen on 

demand; it depends on fundamental organizational capacity (Ingraham 2007, p.6). 

Furthermore, Marr associates organizational performance to a boat journey. At the 

beginning of any boat journey, one needs to understand where the journey is heading. 

Nobody start a boat journey without a clearly defined destination, a map of how to get 

there and the ability to keep track during journey is also vital. On a boat, everybody 



118 
 

understands the destination and the route and they are clear about ones role in making 

the journey a success. Once the boat has left the harbor and passengers are sailing in the 

middle of the ocean, one need to assess whether the boat is still on course or whether 

corrective actions have to be taken ; continue in the same way till the journey is 

accomplished successfully;  and the same is true for an organization (2009, p. 2). The 

boat analogy signifies the significance of leadership having vision and strategy, human 

resource, system, synergy, performance.  

In addition, review of theoretical and empirical literatures on high performance 

organization showed that public sector leadership quality, human resource quality, 

public service quality, public service system quality, citizen-public sector partnership 

quality (Public participation quality)  are among high performance factors identified to 

drive high performance. Generally, a high trust and generative culture that focus on 

mission is foundation of high performing organization (Humble, Molesky & O’Reilly 

2015, p. 11). Thus, the current dissertation adopts high performance factors customized 

for public organization. 

4) High performance team 

High level sustainable development policy, strategy and plans cascaded from national 

and regional level priorities to public organizations are further cascaded to team in a 

process-based public organization. Processes are organized as core processes which 

work on core functions of an organization or that affect the desired delivery of products 

and services; governing process which create structure and accountability;  and 

supportive processes or enabling process which create the environment required to 

support the core processes ( Hammer 1995; cited in  Cluley 2012, p. 7). Hence, the 

mission set at organization level is performed at process level through teams organized 

at that level.  Thus, an organization aiming at realizing high performance is expected to 

have  high level cooperation, high level communication,  high commitment, high 

consensus on common objectives , high interdependence and high competency  which 

depends on  build high performance team (ed.  Pardey 2007, p. 19). Thus, this 

dissertation assumes that establishing and managing high performance public 

organization can influence and can be influenced by team. 
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5) High Performance Individuals 

High performance team, high performance organization and higher performance 

government can rarely happen through shortcuts. It depends on creating individuals who 

think and act at high level which Humble, Molesky and O’Reilly (2015, p. 23) call 

individuals who ‘get a head of the herd’. The synonymous description of such 

individuals is champions and the corresponding local language is ‘Ginbar Kedemoch’ 

(ግንባር ቀደሞች) with growth and development mindset, having commitment to give 

relentless service, improver oneself through continuous learning and growth, work with 

great accountability and so on to drive individuals performance, team performance, 

organizational performance and overall government performance. 

Thus, ensuring sustainable development puts high premium on synergy of high 

performance government, organization, team and individuals recognizing high 

performance as being the product of a dynamic system. Hence, the dynamic Four-tier 

conceptual High Performance framework is adopted as follows: 
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3. CHAPTER THREE: RESEARCH PARADIGM AND 

METHODOLOGY  
In this part of the dissertation the researcher establishes philosophies or the general 

principles which guide the overall approach to study high performance government 

practices in Oromia Regional State is established. Accordingly, the purpose of this 

section is not to conduct detailed discussion about competing paradigm; but to give 

highlight and declare the paradigm chosen to fit the research question. Consequently, 

research paradigm, research design, population of the study, sampling design, tools of 

data collection and methods of data analysis are included. 

3.1. Philosophical Assumptions and Paradigms 
The term ‘‘paradigm’’ refers to a view of reality and an intellectual framework that 

specifies a discipline’s proper domain, basic assumptions, appropriate research 

questions, and rules of inference (Arndt, 1985; Morgan, 1980) and they are broadly 

equated with perspectives and theoretical lenses through which people perceive different 

pictures of the same world (Yang and Miller 2008, p. 25).  On top of this, paradigms are 

composed of certain philosophical assumptions such as axiology, ontology, 

epistemology and methodology that guide and direct thinking and action. 

Smith et al. (1991), Guba and Lincoln (1994) cited in Hine and Carson (2007, p.3) 

describe ontology as fundamental assumptions made about the nature of reality; 

epistemology concentrates on the relationship between reality and the researcher; and 

methodology outlines the available research tools and techniques to conduct the research 

or the study of the research process itself consisting of  principles, procedures, and 

strategies for gathering information, analyzing and interpreting(Dalphin, et al 2007, p. 

14) 

Guba and Lincoln (2005) also identify the four basic belief systems that define a 

paradigm characterized by axiology (nature of ethics), ontology (nature of reality), 

epistemology (the nature of knowledge and relationship between the knower and that 

would be known) and methodology (how the knower go about obtaining the desired 

knowledge and understanding).   
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There are two contrasting views regarding the importance of stating philosophical 

paradigms in research work. For instance, scholars such as Michael Patton (2002) state 

that placing philosophical paradigm in research is unnecessary and possibly 

handicapping; while Thomas Schwandt (2000) states that explaining philosophical 

paradigm is   inescapable.  The current researcher subscribes to those who agree with 

mentioning philosophical paradigm since such paradigms guide methodology and 

methods of the research work.  Though there are four philosophical paradigms including 

transformative paradigm, the current researcher intends to highlight postpositivist, 

constructivism and pragmatism to identify and justify the take of this dissertation.   

According to Mertens (2009, p. 7), a paradigm is a way of looking at the world and it is 

categorized as post positivism, constructivism, transformative and pragmatism 

composed of certain philosophical assumptions that guide and direct thinking and action. 

Postpositivism paradigm is the successor of the dominant positivism paradigm that is 

based on the rationalistic and empiricist philosophy. The underlying assumptions of 

positivism include the belief that the social world can be studied in the same way as the 

natural world, that there is a method for studying the social world that is value-free, and 

that explanations of a causal nature can be provided.  Furthermore, positivists held that 

the use of the scientific method allowed experimentation and measurement of what 

could be observed, with the goal of discovering general laws to describe constant 

relationships between variables. Besides, positivists made claim that “scientific 

knowledge is utterly objective and it is valid, certain and accurate” (Crotty, 1998, p. 29). 

In positivist view, ethics is intertwined with methodology in that the researcher has an 

ethical obligation to conduct “good” research and hence the axiology (value system ) 

comprises of respect privacy; informed consent; minimize harm (beneficence); 

justice/equal opportunity through proper research methodology.  

Ontologically, postpositivist hold that one reality exists and that it is the researcher’s job 

to discover that reality (naive realism) (Guba & Lincoln, 1994). The postpositivist agree 

that a reality does exist, but argue that it can be known only imperfectly because of the 

researcher’s human limitations (critical realism) (Maxwell, 2004). 

The epistemological beliefs of the postpositivist recognize that the theories, hypotheses, 

and background knowledge held by the investigator can strongly influence what is 
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observed (Reichardt & Rallis, 1994) and hence holds objectivity in the sense that 

researchers do not allow their personal biases to influence the outcomes by remaining 

neutral and following prescribed procedures rigorously to prevent values or biases from 

influencing the work. Regarding the methodology pursued by postpositivist, quantitative 

methods tend to be predominant in postpositivist research. The quantitative research is 

an approach for testing objective theories by examining the relationship among variables 

for which numbered data can be analyzed using statistical procedures to test theory and 

the final written report consisting of introduction, literature and theory, methods, results 

and discussions (Berg 2000, p. 3). 

The second philosophical paradigm is the constructivism paradigm which believes that 

the reality is not rigid and hence changes through time period and interaction or culture.  

From ethics (axiological) point of view, constructivist adhere to balanced representation 

of views; raise participants’ awareness; community rapport (bond); unlike the 

postpositivist non-contextual, non-situational model that assumes “a morally neutral and 

objective observer as the get facts right” (Christians, 2005, p. 148). 

Ontologically, constructivism believes that there are multiple realities- unlike the 

postpositivist,  that are socially constructed and hence multiple mental constructions can 

be apprehended, some of which may be in conflict with each other, and perceptions of 

reality may change throughout the process of the study. In doing so, constructivist 

researchers go one step further by rejecting the notion that there is an objective reality 

that can be known and taking the stance that the researcher’s goal is to understand the 

multiple social constructions of meaning and knowledge. 

 Epistemologically, constructivism believes the inquirer and the inquired-into or 

interactive link between researcher and participants are interlocked in an interactive 

process; each influences the other and opts for a more personal, interactive mode of data 

collection. In this regard, the concept of objectivity that is prominent in the postpositivist 

paradigm is replaced by confirmability in the constructivist paradigm (Lincoln & Guba, 

2000). Methodologically, constructivism perspective employs qualitative methods such 

as interviews, observations, and document reviews predominantly in this paradigm. 

These are applied in correspondence with the assumption about the social construction 
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of reality in that research can be conducted only through interaction between and among 

investigator and respondents (Lincoln & Guba, 2000) cited in Mertens(2009, p. 19) 

According to Berg (2000, p.3), qualitative research refers to the meanings, concepts, 

definitions, characteristics, metaphors, symbols, and descriptions of things and allow 

researcher to share in the understandings and perceptions of others and to explore how 

people structure and give meaning to their daily lives. Furthermore, Creswell (2009, p 

.4) also describes qualitative research as a means for exploring and understanding the 

meaning individuals or groups ascribe to social or human problems. Furthermore, the 

qualitative research process involves emerging questions and procedures; collecting data 

in the participant’s setting, interpreting the meaning of data and reporting in flexible 

format.  

Therefore constructionism paradigm believes that individuals develop subjective 

meanings of their experiences and the goal of research is to rely as much as possible on 

the participants’ view of the subject being studied; focus on specific context in which 

people live and work to understand the environment; researcher put himself in the 

research to acknowledge how interpretation flows from his experience (Creswell 2009, 

p. 8) which Crotty (1998) assumes that meanings are constructed by human beings as 

they engage with the world; interpretation is affected by researchers’ experiences; and 

requires   qualitative research. 

From the above discussion, it is made clear that postpositivist paradigm and 

constructivism paradigm have axiological, ontological, epistemological and 

methodological differences. Looking at methodological differences, Halcomb and 

Andrew (2009, p.15) state that deductive reasoning, objectivity and generality as the 

hallmarks of quantitative research advocated by postpositivist, which contrasted 

diametrically with the inductive, subjective and contextual approach of qualitative 

research advocated by constructivist paradigm. However, pure positivist or pure 

constructivist paradigm may not govern all research types which have necessitated the 

development of pragmatism paradigm.  

The third paradigm is pragmatism philosophical paradigm that rejects the scientific 

notion that social science inquiry is able to access the “truth” about the real world solely 

by virtue of a single scientific method.  From ethical (axiological) point of view, 
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pragmatism paradigm believes that knowledge is gained in pursuit of desired ends as 

influenced by the researcher’s values and politics(Mertens 2009, p. 11) ; view the ethical 

goal of research to gain knowledge in the pursuit of desired ends (Morgan, 2007).  

Ontologically, the pragmatism paradigm emphasis on creating knowledge through lines 

of action points to the kinds of “joint actions” or “projects” that different people or 

groups can accomplish together (Morgan, 2007, p. 72). Epistemologically, pragmatism 

believes that the pragmatists are free to “study what interests them and is of value to 

them. Furthermore, the paradigm asserts that researchers conduct their  study in the 

different ways that they deem appropriate, and utilize the results in ways that can bring 

about positive consequences within their value system” (Tashakkori & Teddlie, 1998, p. 

30). Mertens (2009, p. 11) also agrees that relationships in research are determined by 

what the researcher deems as appropriate to that particular study. In this case, the 

criterion for judging the appropriateness of a method, with its implied relationship 

between the researcher and the researched, is achievement of its purpose (Maxcy, 2003). 

Methodologically, pragmatism paradigm matches methods to specific questions and 

purposes of research; allows researchers to choose the methods (or combination of 

methods) that work best for answering their research questions so that mixed methods 

can be used as researcher works back and forth between various approaches (B. Johnson 

& Onwuegbuzie, 2004). Similarly, Tashakkori and Teddlie (2003) also identify 

pragmatism as one of the paradigms that provides an underlying philosophical 

framework for mixed methods research. 

Thus, the emergence of the pragmatic paradigm has emerged as one of the underlying 

philosophical frameworks for some advocates of mixed methods research (Morgan, 

2007; Teddlie & Tashakkori, 2009).  Despite evidence that the ‘paradigm wars’ between 

qualitative and quantitative research are still in progress, the use of a combination of 

methods, whether within a single paradigm (multi-method) or across paradigms (mixed 

methods), is becoming an increasingly accepted research approach (Bryman 2006). 

Recognizing that all methods have limitations, researchers felt that biases inherent in 

any single method could neutralize or cancel the biases of other methods through 

triangulating data sources (Jick 1979). According to Newman and Benz (1998), 

qualitative and quantitative approaches are not viewed as polar opposites or 
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dichotomies; instead, they represent different ends on a continuum with mixed methods 

research resides in the middle of the continuum as a study tends to be more qualitative 

than quantitative and vice versa (Creswell 2009, p. 36) and Dabbs (1982) remarks that 

“Qualitative and quantitative approaches are not distinct" emphasizing the importance of mixed 

research.   

Creswell and Clark (2007) cited in Creswell (2009, p. 4) also note that mixed method 

research is an approach to inquiry that combines or associates both qualitative and 

quantitative forms and the overall strength of a study is greater than either qualitative or 

quantitative research  

For instance, Romano (1989) explains that qualitative data collected in a structured 

manner can be used to produce measures which can be tested by quantitative scales 

implying that the two approaches are not contradictory. Furthermore, Walliman (2006, 

p. 18) also supports this idea by elucidating the impracticality of being a pure inductivist 

or deductivist as researchers may need some theoretical ideas in order to know what 

information to look for, or some knowledge in order to devise theories. Besides, Yang 

and Miller (2008, p.39) also contend that qualitative and quantitative designs are 

complementary; and researchers can use a parallel strategy or simultaneously applying 

both designs. Bauer et al. (2000, p.8) cited in Degefa Tolossa (2005, p. 48)  also strongly 

establish the compatibility of  the qualitative and quantitative approaches by stating  that 

quantification  doesn’t exist without qualification  and  statistical analysis alone doesn’t 

serve a purpose unless  properly interpreted qualitatively.     

As Saunders (2013, p. 56) describes, the research work that attempt to solve practical 

problem at work place and in the real world; which also uses a variety of data collection 

techniques and analysis procedures to ensure credibility, reliability and relevance of data 

(both primary and secondary) and supporting subsequent action is  pragmatism 

approach. Pragmatism approach is the post-positivism paradigm which advocates that 

our understanding of reality is constructed; research is influenced by the theory that an 

investigator intends to use and research is a social process that is influenced by the value 

judgments of an investigator (Degefa Tolossa 2005, p. 29).  

According to Creswell (2009, p. 11), pragmatism paradigm helps researchers in many 

ways. For instance, (1)  enables researchers apply mixed research design comprising of 
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qualitative and quantitative research approach simultaneously; (2) empowers researchers 

to choose methods, techniques, and research procedures that best meet research 

objectives; (3) enables to see the world from diversified angle than absolute unity so that 

multiple approaches are used to collect and analyze data; (4) provides best 

understanding of the  researcher problem; (5) agree that research always occur in social, 

historical, political and other contexts and hence help to include a postmodern paradigm 

which is reflective of social justice and political aims; (6) opens the door to apply 

multiple methods. 

According to Creswell (2002, p.5), philosophical world view must be combined with 

broad approaches to research (strategies) and implemented with specific procedure 

(methods).  Accordingly, there are different alternative strategies under the pragmatism 

paradigm such as (1) sequential mixed methods in which the researcher seeks to 

elaborate on or expand on the findings of one method with another method or beginning 

with a qualitative interview for exploratory purposes and following up with a 

quantitative survey method with a large sample so that the researcher can generalize 

results to a population (2) the concurrent mixed methods are those in which a researcher 

converge quantitative data and qualitative data in order to provide a comprehensive 

analysis of the research problem by collecting both quantitative and qualitative data at 

the same time.  

Generally, discussion about paradigms and underlying assumption elucidate that 

paradigms are the theoretical mindsets, or collections of beliefs that underlie our 

approach; methodologies are discipline-specific approaches and processes of conducting 

research and research methods are as the ‘doing tools’ (i.e. the way data are collected 

and analyzed) or the specific ways in which researchers go about collecting their 

research data (Giddings & Grant (2007) cited in Halcomb & Andrew (2009, p.10) 

In light of those discussions, the current dissertation employs the pragmatism world 

view which accepts mixed research design owing to the following rationales for 

choosing pragmatism.  

1) Studying high performance government and public sector performance practices 

involves   political, administrative, and social issues which cannot be properly 

addressed using either quantitative or qualitative alone.  
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2) Analyzing government and public sectors performance chosen for the study is 

multiple consistency approach which involves goal attainment, system resource, 

internal business process and satisfaction of stakeholders which cannot be addressed 

with quantitative or qualitative alone 

3) Studying high performance government and public sector practice is conducted 

within complementary and sometimes contradicting paradigms in public 

administration which requires both qualitative and quantitative information to have 

best understanding of the problem.  

4) Mixed method is preferred both to generalize the findings to high performance and 

low performance organizations, teams and individuals on one hand and qualitatively 

describe the status of their performance in terms of high performance factors and 

interpret findings qualitatively on the other hand.  

Generally, research questions of this dissertation are the fundamental impetus for 

choosing pragmatism and mixed research design. Because, research questions of the 

dissertation are formulated both to provide testable results (quantitative) and to describe 

and characterize high performance practices at varying levels (Macro level, Meso level 

and Micro level) in public entity (qualitative) which demands the mixed method to   

address the primary purpose of the study. Accordingly, concurrent mixed method 

(Pragmatic Parallel Mixed Methods Design) with more priority for quantitative data 

(QUAN-qual) is employed that is mixed at different level of the study process. 

According to Bryman (2008, p. 93),  a parallel design (concurrent design) is currently 

one of the most common forms of mixed methods designs used in quantitative 

approaches to triangulate, or corroborate a specific research finding.  

Mertens (2009 , p. 294)  also state that  researchers can insert multiple mixed options 

into their work at various points in the research process, including the definition of 

purpose, overall design, methods, sampling, data recording, analysis, and interpretation. 

As a result, this dissertation has incorporated mixed approach at the time of 

incorporating research question, sample selection, data collection, data analysis and    

interpretation. 
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3.2. Research Design 
The idea of research is not simply to create new information or facts but to build on, 

expand, clarify and illuminate what is already known (Howitt, D. and Cramer, D.  2011, 

p.3). Therefore, one of the purposes of this dissertation is to describe the status of 

Macro-level, Meso level and Micro level performances in Oromia Region in terms of 

high performance attributes to shade-light on what is happening in public organizations 

so that the region capitalizes on strengths and curb the gaps in the way towards beating 

poverty. According to David (2001, p. 1) social science research answers two major 

questions ; particularly what is going on (descriptive research) and why it is going on 

(explanatory research) and claims that good description is fundamental to the research 

enterprise and add immeasurably to knowledge of the shape and nature of society and 

provoke why.  

As stated by Babbie, E. (2011, p. 125) description is the precise measurement and 

reporting of the characteristics of some population or phenomenon under study.  Singh 

(2006, p.9)   acknowledges that descriptive research is more concerned with facts and 

echoed by Babbie (2010, p.93) when he mentions that scientific descriptions are 

typically more accurate and precise than casual ones are. 

Accordingly, the current dissertation attempts to describe the status of public entity’s 

performance in Oromia Regional State. Furthermore, this dissertation also tests whether 

perceived performance on high performance attributes significantly vary between high 

performers and low performers; as well as test the extent and magnitude of relationship 

between high performance factors. Moreover , this dissertation is also correlational 

study which according to Howitt and Cramer (2011,p.12) applies a correlation 

coefficient to examine the correlation of high performance factors on one hand and   a 

test of differences ( t-test)  to examine  the significance between high performers and 

low performers in terms of between high performance factors . According to Ellis and 

Levy (2009, p.327) correlational research focuses on determining the presence of 

relationship as well as the degree of relationship between two variables without 

considering the cause-effect relationship. On top of that this dissertation has attempted 

to determine whether globally identified high performance factors such as leadership 

quality, human resource quality, organizational system quality, service quality and 
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citizens-public sectors quality affect public sector performance and predict an amount of 

organizational performance driven by each high performance factor. Generally, the 

study is a cross-sectional study comprising of descriptive, correlational and explanatory 

studies.  

3.3. Background of Oromia Regional State and Rationale for the 

Study  
Oromia Regional State is one of the nine regional states in Ethiopia recognized with 

article 47 of the National constitution. According to Ethiopia Central Statistical Agency 

(2013) the projected population of Oromia Regional State for the year 2017 totaled to be 

35,467,001 people comprising of 50.15% male and 49.85% female. Regarding place of 

residence, rural and rural population are (15.10%) and (84.90) respectively.  Having one 

third of population and land size of the country the region has administrative border to 

the East with Ethiopian Somali Region; to the North with Amhara Region, Afar Region, 

and Benishangul Gumuz; and to the West with Gambela Region, and South Nations, 

Nationalities and People’s Region.  

 The region has 20 zone administrations and 16 urban having zonal status as well as 317 

districts comprising of 90.54% of rural districts and 9.46% of urban districts. On top of 

that it has also 7192 Kebeles (the lowest administrative hierarch) consisting of 

6431(89.42%) rural Kebeles and 761(10.58%) urban Kebeles.  Accordingly, majority of 

population live in rural areas with agriculture being the mainstay of people in the region. 
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Furthermore, the region has three branches of government established pursuant to article 

46 of the regional constitution; namely (1) legislative organ (Caffee Oromia) 

accountable to general public in the region, (2) executive organ   accountable to the 

regional council (Caffee Oromia) and the Judiciary organ accountable to Caffee Oromia 

and that are established in accordance with regional constitution. In order to realize the 

right to self-administration pursuant to Article 39(3) of the regional constitution, the 

region has established about 60 public organizations comprising of economic sectors, 

social sectors, justice and security sectors, capacity building sectors and accountability 

ensuring sectors. The rationales behind establishing (creating) these organizations are 

enhancing economic performance of the region, fostering social development, ensuring 

peace and stability, enhancing performance capacity of regional government and 

development actors,  exercising democratic governance through broad-based public 

participation in realizing objectives of decentralization; and enhancing good governance 

by maximizing accountability for result with overarching mission of beating poverty. To 

this end, the region has promised a lot through policy and strategy, public sector reform, 

and decentralization with new expressions such as high thinking and high performance 



133 
 

(በከፊታ አስተሳሰብና አፈፃፀም ); urgency (በጊዜ የሌንም መንፈስ መስራት ይጠበቅብናል), development 

and good governance are a matter of existential (ልማትና መልካም አስተዳደር የሞት ሽረት ጉዳይ 

ናቸዉ). Beyond qualitative commitment; socio- economic performance targets are also 

set at high level and time bound to be middle income country and region. These high 

level promises strongly demand high level performance from all development actors 

with government to play pivotal role (‘small gear drive the larger gear’) in words of 

government officials and official documents. 

However, public sectors are not on the same page in terms of their actual performance. 

Consequently, citizens are complaining about poor service delivery, poor governance, 

rent-seeking and so forth. Thus, the current dissertation can help the region to bridge the 

gap between promise and actual public service delivery by identifying practices of 

organizations having better performance as compared to their low performer counter 

parts so that the region follows disciplined framework to raise the bar of government 

performance. 

3.4. Conceptualization and Operationalization of Variables in the 

Study Area 
According to Robbins (2008, p. 12) the phenomenon of interest such as events, 

characteristics, behaviors and opinions that the researcher intends to study are typically 

referred to as concepts. As concepts by their nature are not directly observable, 

translating them to observable and measurable (i.e. operationalization) is vital. 

Accordingly, operationalization enables define and clarify abstract concepts and develop 

relevant indicators   to specific, observable and measurable ones. To this end,   obtaining 

a range of definition, deciding on definition and delineate a dimension or dimensions of 

the concept   on which the researcher is interested (De Vaus 2001, p. 24). On top of that, 

a concept can have many dimensions and sub-dimensions. Once, dimensions of the 

study have been defined and the researcher has decided on the dimension of interest, 

further steps are still a head of researcher- specifying indicators or variables.  

 A variable is a characteristic or attribute of an individual or an organization that (a) 

researchers can measure or observe and (b) varies among individuals or organizations 

studied (Creswell 2012, p. 112) , Balnaves and Caputi(2001, p. 46) and Schwab (2005, 
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p. 12). Attributes are the elements that make up the variable and are defined prior to 

collecting data (Robbins 2008, p. 12).  Once variables and their attributes are defined the 

final stage of operationalization is deciding on the precise way on which the variables 

are measured to enable answer research question.  

Accordingly, it is decisive to further conceptualize and operationalize the current study 

entitled ‘The assessment of   high performance government institutions in oromia: a 

comparative analysis of selected ‘high and low performance public organizations, teams 

and individuals   against high performance parameters’ to link with variables and 

measures. 

High performance government relies on four pillars   and the notion of high performance 

must be simultaneously applied at the system, organizational, group and individual 

levels (Blackman et al 2013, p. 20) that are considered as units of analysis in this study.  

The units of analysis are those things that the researcher examines in order to create 

summary descriptions of all such units and to describe and explain differences among 

them consisting of individuals, groups, organizations (Babbie 2011, p. 102) requiring 

linking conceptualization and operationalization to lead the study to fruition.  

Conceptualization specify the meaning of the concepts and variables to be studied 

(Babbie 2011, p. 137); while operationalization refers to the statement about how 

researcher want to measure the study constructs (Balnaves and Caputi (2001, p. 46). 

1) High Performance Government System 

A High Performance Governance System (HPGS) refers to regional government 

performance in terms of setting enabling performance environment across regional 

government to bring broad outcomes and acting in line of promise comprising of 

capacity dimension, commitment dimension, government wide system functionality 

dimension, accountability dimension and public trust dimension. The capacity 

dimension of regional government performance is operationalized  as administrative 

capacity(i.e. regional government capacity to establish efficient and effective 

administrative system , technical capacity(i.e. embrace expertise and knowledge to 

deliver service as a system) , extractive capacity(i.e. regional government capacity to 

levy and collect tax and other resources required for growth and development), 

regulatory capacity(i.e. capacity of regional government to ensure rule of law in the 
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region).  The commitment dimension of regional government performance is explained 

as expressed commitment by regional government to uplift citizen from poverty; 

institutional commitment and budget commitment to implement development programs. 

Concerning the government wide system functionality the study addresses functionality 

of public service system, functionality of system established to shape public officials 

and minimize abuse of power, functionality of check and balance system, system 

functionality in terms of empowering lower administrative hierarchies such as city or 

town and districts, functionality of system implemented to enhance citizens’ 

engagement, functionality of system established to combat rent seeking,  and 

functionality of established for monitoring and evaluation. Furthermore, the 

accountability dimension embodies the regional government driven financial 

accountability, managerial accountability and legal accountability in making 

government machinery to report on what they do and making accountable for their 

action. Another government-wide performance dimension is effectiveness of core 

management functions (meta-leadership) such as public financial management, capital 

and infrastructure management, human resource management, information technology 

management and management for result and change. The final dimension of high 

performance government system addressed by the current study is public trust on 

government that comprises of political trust (i.e. trust on existing political system in 

formulating high level policies, strategies and programs), social trust (i.e. trust on 

regional government in strengthening social capital among people in the region), 

procedural trust (i.e. trust on fairness and lawfulness of service delivery), technological 

trust ( i.e. trust on regional government system in terms of using technology as enablers 

of service delivery)  and performance trust(i.e. regional government performance in 

terms of improving socio-economic development) (Nick 2001, Ashley et al 2011 Bovens 

2004 , ANDESA 2002, Amy 2007,  Mohammed 2000,  Nan 2009 Patricia (2007) , 

UNDESA 2006 and OECD 20 13). In order to identify the status of macro-level 

performance, high performance across regional government is measured based on Five 

Point Likert Scales comprising of variables under each dimension.  
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2) High Performing Public Organization 

 High performance public organizations are organizations repeatedly recognized as high 

performers jointly by federal, regional and lower administrative hierarchies based on 

their performance on key performance indicators that characterize high performance.  

These characteristics have leadership quality dimension, human resource quality 

dimension, organizational system quality dimension, public sector – citizens’ 

partnership quality and public sector performance quality that are further  defined.  

Leadership quality is illustrated by (a) leadership performance on institutional building 

such as setting and inculcating mission, vision, operational philosophies and 

organizational strategies – generally performance on creating strategy focused  and  

mission driven  aligned public organization ; (b) leadership motive(internal quality) 

characterized with  commitment for quality culture, commitment for creating learning 

centered environment, readiness for embracing change, commitment for innovation in 

their organization, feeling of organizational citizenship, relationship builder, well-

informed leadership, result-orientation, acting as communicator, commitment for 

implementing technology in their organization, acting as team coach, acting as life-long 

learner and team player.  The human resource quality is seen in the mirror of 

psychological alignment to know the status of human resources’ performance alignment, 

capacity alignment to identify the status of capacity held by human resource to deliver 

desired services, status of deployment alignment to assess the extent by which public 

organizations are assigning public servants based on their knowledge , skill and 

experience. The organizational system quality deals with appropriateness of business 

process for mission execution, appropriateness of organizational structure to achieve 

organizational mission, appropriateness  of human resource management practices to 

attract , develop and retain good performers, status of organizational commitment for 

ICT utilization, effectiveness of performance management and measurement system, 

organizational commitment for strengthening accountability system and organizational 

commitment for high performance culture. Next, the public sector-citizens’ partnership 

quality is characterized by status of public engagement in  public sectors’ activities 

during planning stage (planning phase), implementation phase and evaluation phase and 

how far public feed-back is utilized and how far mutual understanding exist between 
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public organizations and citizens. The public sector performance quality is seen in terms 

of two sub-dimensions; (a) public service quality assessed by status of   tangibility of 

public service, reliability of public service, responsiveness of public service, assurance 

of public service and empathy of public servants towards citizens (b) public sector 

innovation comprising of service innovation, technological innovation, process 

innovation, management innovation, conceptual innovation and institutional innovation ( 

Jargon 2006, Brookes & Grint 2010, Blanch 2002, Collins 2001, Ericsen 2007, Michael 

S. 2009, Somachi (2010), DeWaal 2012 & 2010, Somachi 2010,Christine 2011, Sanjaya 

2013, Brian 2010, Michael M. 2005 ,Benjamin & Taylor 2004, Janet & Robert 2007, 

O’Toole 2006 and  James L. 2005). So as to determine the status of organizational 

performance, high performance public organization characteristics are measured based 

on Five Point Likert Scales comprising of variables under each dimension.    

3) High performance team  

High performance teams are teams repeatedly recognized as high performers by their 

organizations and relevant administrative hierarchies in the region based on their 

performance in terms of key performance indicators.  High performance team has three 

basic dimensions; namely (a) achievement of team objectives such as team members 

adherence to common goals,  strength of team synergy, continuous  improvement of 

team members capacity and continuous improvement in team’s  overall  mission 

performance (b) adherence to team values such as extent of team members commitment 

to give priority for country, citizens, organization;  extent of team members in terms of 

wearing all rounded personality; extent of team members commitment to take any 

responsibility given by team and organization; and extent of team’s internal democracy 

and governed by democratic principles in their interaction with other; (c) effectiveness  

of team roles such as team having clear purpose, ensuring  active participation, reaching 

consensus on decision, running open communication, giving clear roles and work 

assignment for team members, having shred leadership, team self-assessment for 

continual improving its performance, having healthy network internally within the team 

and externally with other teams in the organization and their stakeholders, and 

willingness to share knowledge, skills and experience and resource within and with 

other teams in the organization ( Robert R. 2000,  Michael C. 1997, Michael C. 1997,  
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Robert R., 2000  & Parker 1990). For the purpose of measuring team performance 

attributes of high performance team such as extent of achieving team objectives, extent 

of adhering to team values and degree of executing team roles are determined based on 

rating on Five Point Likert Scales.   

4) High Performing individual Public servants 

 High performance individuals are public servants who repeatedly   recognized as high 

performers and/or received reward offered by federal government, regional government, 

local government  on account of their performance identified by key performance 

indicators for identifying individual performers. These indicators make out the status of 

public servants readiness for delivering results such as (a) knowledge and skill (i.e. 

public servant capacity to deliver, understanding of working manual and guideline, 

understanding his/her pin point responsibility and quality of individual plan); (b) attitude 

towards change (i.e. attitude towards team work, acting as change enthusiasts ,  being 

open-mindedness, and being self-starting; (c) commitment to deliver (i.e. commitment to 

serve citizens, commitment for innovation, commitment to achieve organizational 

mission, commitment to share knowledge, skill and experience for organizational 

members; (d) ethicality and (e) exemplary performance on implementing his or her plans 

and team driven initiatives (Thames & Douglas 2009,  Dean & Linda 2010, Syauta 

2012, ADO 2011, LAMPIRAN 2007). Finally, performance of individual public 

servants is determined based on rating high performance public servant on Five Point 

Likert Scales.  The summary of the above conceptualization and operationalization is 

shown in the following table.  
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 Table 1: conceptualization and operationalization  
No  Unit of 

analysis 
Concepts Conceptual 

components  
Number of 
operational variables 
( attributes) 

Measures  Sources of attributes 

 
 
 
 
 
1.  

 
 
 
 
Govern
ment-
wide  
(macro 
level  

 
 
 
High 
performa
nce 
governan
ce 
system 

Extent of government 
capacity  

4 attribute 5 points Likert 
Scale 

Nick 2001 

Extent of government 
commitment 

3 attributes 5 points Likert 
Scale 

Ashley et al 2011 

Extent of government 
accountability 

4 attributes 5 points Likert 
Scale 

Bovens 2004 

Government wide 
system efficiency 
(system functionality 

7 attributes  5 points Likert 
Scale 

ANDESA 2002; 
AMY 2007; 
Mohammed 2000; 
Nan 2009 

Core management 
functions 

5attributes  5 points Likert 
Scale 

Patricia (2007) 

Public trust  5 attributes  5 points Likert 
Scale 

UNDESA 2006 and 
OECD 20 13 

2. Public 
organiz
ation  
 ( Meso 
level) 

Characte
ristics of 
high 
performi
ng and 
low 
performi
ng 
public 
sector 

Leadership quality 
status  

21 attributes 5 points Likert 
Scale 

Jargon (2006), 
Brookes & 
Grint(2010), Blanch 
(2002), 
Collins(2001) 

Human resource 
quality status 

3 attributes 5 points Likert 
Scale 

Ericsen (2007), 
Michael S. (2009), 
Somachi (2010), 
Waal(2012) 

Organizational 
system quality status  

7 attributes 5 points Likert 
Scale 

Somachi(2010),Chri
stine(2011), Sanjaya 
(2013), Brian(2010) 

status of public 
service performance 
quality  

11 attributes 5 points Likert 
Scale 

Michael 
M.(2005),Benjamin 
& Taylor (2004), 
Janet & 
Robert(2007) 

Partnership quality 
status   

4 attributes  5 points Likert 
Scale 

Waal (2010), 
O’Toole(2006), 
James L. (2005) 

3. Team 
(Micro 
level)  

Characte
ristics of 
high &   
low 
performi
ng team 

Status of attachment 
to team objectives   

4 attributes 5 points Likert 
Scale 

Robert R. (2000); 
Michael C. (1997) 

Status  of team 
attachment to values  

4 attributes  5 points Likert 
Scale 

Michael C.(1997); 
Robert R. (2000) 

Status of team 
attachment to roles  

9 attributes  5 points Likert 
Scale 

Parker(1990) 

4. Individu
al 
(Micro 
level) 

Character
istics of 
high &   
low 
performin
g public 
servant 

Status of public 
servants readiness    

15 attributes  5 points Likert 
Scale 

Thames & Douglas 
(2009);  Dean & 
Linda(2010); 
Syauta(2012);ADO(
2011);LAMPIRAN 
(2007) 

              Source: Developed by researcher 2015 
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3.5. Population of the Study 
As Swanson and Holton (2005) states, populations are the larger group to which result 

of the study is implied. In addition, Regenesy (2014, p.73) also defines population of the 

study as entire group of persons or research subjects that the researcher wants to study, 

consisting of all the variables of interest to the researcher. Population or universe is the 

entire mass of observations; the parent group from which a sample is to be formed; the 

characteristics of a specific group or those who have specific features (Singh 2006, p. 

82) or a universe of people to which the study could be generalized (Vanderstoep & 

Johnston 2009, p. 26); a group of individuals who have the same characteristic (Creswell 

2012, 142); theoretically specified aggregation of the elements in a study (Babbie 2011, 

p. 125). More to the point, population is the term used to describe all the possible cases 

of interest and the population of interest varies depending on the purpose of the research 

(Dalphin, Karp, Williamson and Gray 2007, p. 103) 

In light of the above explanations, populations of the study can be explained as  (1) 

groups having similar features; (2) subjects of the study towards which the study finding 

is generalized (3) universe from which samples are chosen (4)all possible cases of 

interest 

Accordingly, this dissertation has already delineate itself to focus on high performance 

practices in public sectors with special focus on high performing and low performing 

public organizations in the region as possible cases of interest. Therefore, target 

populations (sampling frames) from which samples are drawn and elements about which 

data are collected, analyzed and interpreted pertain to all high performing and low 

performing public organizations in Oromia Regional State.  

3.6. Sampling Design 
Leedy (2013, p. 206) describes sample as a finite part of a statistical population whose 

properties are studied to gain information about the whole; or the subset of people from 

the population who will participate in the current study (Vanderstoep & Johnston 2009, 

p. 26). According to Dawson (2007, p. 49) sampling is preferred than census survey 

since complete enumeration of study population (census) is costly, time consuming and 

unmanageable or infeasible.  
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Generally, there are two ways to select members for a study; namely probability 

sampling and non – probability sampling.  A probabilistic sample is a method in which 

each member of the sampling frame has an equal chance of being selected as a study 

participant; while a non - random sample is a sample in which each member of the 

sampling frame does not have an equal chance of being selected as a participant in the 

study (Vanderstoep & Johnston 2009, p. 27). Probability sampling techniques give the 

most reliable representation of the whole population, while non-probability techniques, 

relying on the judgment of the researcher or by accident, cannot be used to make 

generalizations about the whole population (Babbie 2011, p. 213)  

Probability sampling is suitable for quantitative research that systematically measure and 

make use of statistical analyses to obtain findings; while non-probability sampling 

applies data collection mechanisms such as interviews and observations without formal 

measurement and with no attempt to quantify their results through statistical summary 

(Marczyk, DeMatteo & Festinger 2005, p. 17). According to Babbie (2011, p.210) also 

non-probability sampling does have its uses, particularly in qualitative research projects. 

Qualitative methods are particularly strong at attaining deep and detailed understandings 

about a specific group or sample, but at the expense of generalizability; quantitative 

techniques are particularly strong at studying large groups of people and making 

generalizations from the sample being studied to broader groups beyond that sample; 

each approach has unique strengths and weaknesses; each is valuable depending on the 

purpose of the research (Swanson & Holton 2005, p. 30)  

 In light of Cohen, Manion and Morrison (2000, p. 109), the quality of a piece of 

research doesn’t only stand or fall by the appropriateness of methodology and 

instrumentation but also by the suitability of the sampling strategy that has been 

adopted. 

Therefore, sampling strategy should go with overall research methodology emanated 

from the broad research paradigm and specifically with research question and objectives 

of the study. Hence, it is already declared that the current dissertation has subscribed to 

the pragmatism paradigm and mixed research method that accept both quantitative and 

qualitative data based on questions to be answered by researcher. 
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Tashakkori and Creswell (2007, p. 4) define mixed methods as “research in which the 

investigator collects and analyzes data, integrates the findings, and draws inferences 

using both qualitative and quantitative approaches or methods in a single study or 

program of inquiry.” So, this dissertation  has chosen mixed method for the purpose of 

triangulation and complementarities  that allows the research to gain full understanding 

of the research problem or clarify research findings  which is accomplished by utilizing 

both quantitative and qualitative data and not just the numerical or narrative explanation 

alone.   

According to Collins, Onwuegbuzie and Jiao (2007, p. 269), it is appropriate to 

triangulate, expand, compare, or consolidate quantitative data originating from a large, 

random sample with qualitative data arising from a small purposive sample. Dalphin et 

al (2007, p. 105) describe purposive sampling as a general term for judgmental sampling 

in which the researcher purposely selects certain groups or individuals for their 

relevance to the issue being studied.  

As Mertens (2009, p. 326) explains the sampling strategies for mixed methods, which 

include: 

1) identical sampling (same people in qualitative and quantitative samples), 

2) parallel sampling (different people in the quantitative and qualitative samples, but 

both from the same population), 

3) nested sampling (a subset of those in one method of the study are chosen to be in 

the other part of the study), and 

4) multilevel sampling (different people from different populations are chosen for the 

different approaches of the study) 

In accordance with above description of sampling strategy, sampling procedures utilized 

by this dissertation are planned and implemented as follows:  

A) Selecting high performing and low performing public sectors for study 

1st Based on the existing public sector performance evaluation strategy in the region, 

public organizations are listed from high performance (green) to low performance (red) 

in terms of their strategy execution and reform implementation during the period Growth 

and Transformation I (2010-2014) as disclosed by Bureau of Civil Service and Good 

Governance (i.e. the current Public Service and Human Resource Development Bureau)   
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2nd Caffee Oromia Standing Committees are consulted to list public sectors under their 

supervision in order of their strategic performance status from high performers to low 

performers   

3rd Public sector performance evaluation documented at all zones and zone level urban 

administrations    

4th Frequencies at which each public sector is ranked from 1st to 3rd status at zones and 

urban level were added together to identify public organizations that were repeatedly 

recognized as  high performers and low performers at grass root level since ranks at 

zone level are cumulative results of all districts under each zone. 

5th Public organizations satisfying three criteria; which means (1) repeatedly ranked as 

high performers by zones and town (2) mentioned as high performers by standing 

committee of Caffee Oromia (3) public sectors which have received award at regional 

and federal level as high performing organization are chosen as high performing 

organization to be further evaluate using high performance factors.    

6th

This approach agrees with Collins (2001) and Peters and Waterman (1982) who have 

initially categorized organizations as high performance and low performance in order to 

determine the distinguishing features of high performance. Furthermore, Mannion, 

Davies and Marshall (2005, p. 2) also agree that such approach is believed to 

 Public organizations satisfying three criteria as low performers; which means (1) 

repeatedly considered as low performers at zone and urban (2) mentioned as low 

performers by standing committee of Caffee Oromia (3) public sectors listed in red 

performance threshold by former Bureau of Civil Service and Good Governance during 

the period of GTP I(2009/2010-2014/2015)  are considered as low performing public 

organization to be further evaluated using high performance factors and see the 

difference between high performers and low performers.  

According to the above procedures reported high performers are; (1) Health sector (2) 

Education sector (3) Agriculture and natural resource (4) revenue sector and (5) Public 

Service College of Oromia (i.e. the current Oromia State University). On the contrary, 

(1) Investment sector (2) Culture sector (3) Youth and Sport (4) Transportation sector 

(5) Road sector are reported as low performers.  
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represent a more efficient sampling strategy than selecting a random sample of entire 

organizations. 

Beyond efficiency of sampling for running study , Colin (2010, p. 57) assets that  

evaluating public sector performance based on standardized high performance factors is 

vital for comparing schools, police offices, hospitals, etc as it is being used in UK  for 

policy makers, ease of interpretation, ease of tracking over time and ease of comparison.  

B) Selecting public servants to participate in the study 

Public servants in high performing public sectors are chosen to participate in the study 

from specific zones and towns in which those public sectors are reported as high 

performers using simple random sampling strategy. To this end, public servants in those 

organizations were listed in alphabetic order of their names, assigned number to each 

individual and random numbers table is used to draw participants by matching the 

numbers on the researcher’s list to numbers in the table.  

 With the same approach, public servants in low performing public sectors are chosen to 

participate in the study from specific zones and towns in which those public sectors are 

reported as low performers using simple random sampling strategy. Accordingly, public 

servants in low performing public organizations were listed in alphabetic order of their 

names, numbered and drawn to participate in the study using random numbers table.   

C) Selecting leaders and process owners to participate in the study 

Organization heads and deputy heads of high performing public sectors are chosen to 

participate from specific zones and towns in which those sectors are reported as high 

performers.  

Furthermore, process owners (team leaders) of high performing public sectors are 

chosen from specific zones and towns in which those sectors are reported as high 

performers and the process recognized as high performing process.   

In the same fashion, organization heads and deputy heads of low performing public 

organizations are chosen from specific zones and towns in which those sectors are 

reported as low performers and process owners (team leaders) are chosen from these low 

performing organizations.  
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D) Selecting beneficiaries to participate in the study 

It is difficult to get complete list of beneficiaries of specific public organization. 

However, incorporating opinion of beneficiaries is extremely important to evaluate the 

status of public sector performance. Obviously, if probability sampling of beneficiaries 

is difficult though not completely impossible, the current dissertation applies non-

probability sampling.  In non-probability sampling, the researcher selects individuals 

because they are available, convenient, and represent some characteristic the investigator 

seeks to study. Still, the researcher has exerted great effort to get more from 

beneficiaries.  Accordingly, public sector beneficiaries are chosen from zones and towns 

to participate in the study in different ways. These are (1) involving beneficiaries at 

service station (i.e. point of service delivery) based on access when they receive service 

both at high performing and low performing public organizations  between 8:30 A.M to 

11:00 A.M ( before noon)  and 3:00 PM to 11:30 PM ( afternoon) to fill questionnaire 

(2) choosing beneficiaries to fill questionnaires during public training program (3) 

choosing beneficiaries to fill questionnaire during public meeting  (4) choosing 

beneficiaries to fill questionnaire during their training at local levels 

This confirms with Creswell (2012, pp.145-146) assertion, “Though researcher cannot 

say with confidence that the individuals are representative of the population, the sample 

can provide useful information for answering questions and hypotheses.” 

Therefore, this dissertation employs probability sampling strategy; particularly simple 

random sampling applied to public servants from high performing and low performing 

public sectors in Oromia Regional State and non-probability sampling such as purposive 

sampling applied to selecting high performing and low performing public sector. 

3.7. Sample Size 
As Swanson and Holton  (2005, p. 55 ) explains, a sample must be large enough to 

estimate population parameters precisely enough to allow decisions to be made based on 

data ; but a sample that is too large wastes resources ; Fortunately, a sample table is 

available to allow determine  sample size that optimizes decision making. Krejcie and 

Morgan (1970)  cited in  Cohen, Manion and Morrison (2000, p. 111) agree, “As the 
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population increases the sample size increases at a diminishing rate and remains constant 

at slightly more than 380 cases.” 

According to Creswell (2012, p.164), 15 participants in each group for experimental 

research design, 30 participants for correlational studies and 350 individuals for large 

survey can be approximated as sample size.    

           Table 2:  sample table 
 
No   

Sub-group 

within the 

population 

(stratum) 

Number 

of public 

sectors 

in the 

category   

Total 

frequency 

at which 

sectors 

mentioned 

as high/low  

 Category of 

respondents   

 

Total 

elements in 

the specified 

area  

Sample 

size 

1  

High performing 

public 

organizations  

5  

 

55 

  

Organization heads 

and deputy heads 

220 220 

Process owners (team 

leaders) 

120 120 

Public servants  6556 377 

2 Low performing 

public 

organizations 

5 105 Organization heads 

and deputy heads 

420   420 

Process owners (team 

leaders) 

320    178 

Public servants  1230 150 

   Beneficiaries  120,000(200 

beneficiaries 

per day  per 

sector for 60 

days and in 

10 sectors ) 

 

797 

            Source: designed by researcher, 2015 
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3.8. Types of Data Collected  
Data are information, known facts and things used to understand events and conditions 

in the world around us and help as basis for inference for any kind of research 

(Walliman, N. 2006, p. 50). Furthermore, Singh, K. (2006, p.221) describes data as 

observations or evidences used to carry out research undertakings. Accordingly, there 

are two basic categories of data; namely, qualitative data that describe the study variable 

and   quantitative data that reflect relative quantity or distance.   

In case of quantitative data, scales of measurement are vital to assign numbers to 

attributes that must be measured. In this regard, Kothari (2004, p.76) describes scaling 

as the procedures of assigning numbers to various degrees of opinion, attitude and other 

concepts that can be done in two ways; (1) making a judgment about some characteristic 

of an individual and then placing it directly on a scale that has been defined in terms of 

that characteristic and (2) constructing questionnaires in such a way that the score of 

individual’s responses assigns is placed on a scale. 

In this context, there are four scales of measurements; namely, nominal scale, ordinal 

scale, interval scale and ratio scale (Ann 1999, p. 64). According to Vanderstoep, S.W.,  

and Johnston, D.D. (2009, pp.57-58 ), nominal data divide responses into two or more 

distinct categories whereas ordinal data are responses arranged from smallest to largest 

or from highest to lowest. On the other hand, interval data show equal spacing between 

values on scale while ratio data allow numerical values to be placed in ratios.  

Concerning the purpose of measurement Bryman (2012, p. 164) forwards that it (1) 

allows researcher to delineate   differences between people in terms of the characteristic 

in question (2) gives us a consistent device or yardstick for making such distinctions (3) 

provides the basis for more precise estimates of the degree of relationship between 

concepts (for example, through correlation analysis). 

Consequently, the current dissertation invites nominal data to compare high performance 

and low performance organizations, high performance and low performance teams, as 

well as high performance and low performance individuals as category. In addition, data 

regarding respondents’ type of work, place of residence, gender are nominal data used in 

this study. On the other hand, respondents work experience, age, and socio-economic 
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performance during the first growth and transformation plan are ratio data used in this 

dissertation. Another type of quantitative data used in the current study are Likert and 

rating scale data takes the lion’s share among all data type and  that are inherently 

ordinal but treated as interval data usually by researchers due to assumed equality of 

distance between scale values. 

 Side-by-side with quantitative data that are collected and used in the form of nominal, 

ordinal, interval and ratio data in varying proportion, qualitative data are also utilized to 

corroborate quantitative data as integral part of mixed research method.  

As Dollinger and Golden (1992) and Powell (1992) cited in Brewer, Gene A. and 

Selden, Coleman (2000, p. 14) perceived organizational performance correlate positively 

(with moderate to strong associations) with objective measures of organizational 

performance. Correspondingly, this dissertation also subscribes to these authors and 

considers perceived performance at government level, public organizations in general 

and team and individuals in particular is considered as objective performance. 

Generally, both primary data and secondary data collected in the form of quantitative 

and qualitative data are integral part of this dissertation. 

3.9. Methods of Data Collection 
Selecting the documents or devices that provide the most reliable and valid data is a 

critical component of the research design process. Otherwise, defects and inefficiencies 

in methods and procedures of data identification, data collection, and data management 

is translated into defects in documented evidence and waste in the conduct of the study 

itself (Supino and   Borer 2012, p.131). As Singh (2006:221) explains, data collection is 

the accumulation of specific evidence that will enable the researcher to properly analyze 

the results of all activities by research design and procedures.  

Collecting data is the transition point in the research process since the concepts that were 

developed and defined into variables in the previous steps of the research process are 

measured in the data collection step;  that is, the variables become data. To this end, 

researchers collect data by distributing questionnaires, conducting interviews, or 

collecting existing data (Robins 2008, p. 65). Therefore; this thesis applies the following 

data collection tools and approaches.   
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3.9.1. Questionnaires 
 
In view of Supino and Borer (2012, p.148), a questionnaire is a type of self-report 

instrument that is designed to elicit specific information from a population of interest. 

With similar expression ,  a questionnaire is a form which is prepared and distributed for 

the purpose of securing responses about certain conditions or practices of which 

recipient is presumed to have knowledge (Singh 2006, p. 200). Punch (2003, p. 32) cited 

in Miller and Yang (2008:244) emphasize that the questions and statements in a survey 

should be directly related to the topic and research question.  Accordingly, the current 

researcher has borrowed questions and statements from previous studies on high 

performing public organizations and modified based on recent literatures. This approach 

complies with Bourque and Fielder (2003) recommendations to use questions with 

known and acceptable validity and reliability measures from other studies whenever 

possible. 

In accordance with Dawson (2007, p. 32), there are three basic types of questionnaire; 

namely, closed-ended, open-ended or a combination of both. The close-ended 

questionnaire has fixed answers that are used in quantitative research; while open-ended 

questionnaire does not contain boxes to tick, but instead leaves a blank section for the 

respondent to write in an answer that is predominantly used for qualitative research. 

In this study,  the  questionnaires consist  a combination of close ended and open ended 

in which close ended ones are measured on five points scales with  response categories 

ranging from Very high(5) to  very Low(1).  Singh (2006, p. 211)  affirms that rating is 

the term applied to the expression of opinion or judgment regarding some situations, 

object, person etc ; while Supino and Borer (2012, p. 156) describe that rating scales 

often are used to measure the direction and intensity of attitude toward the target 

attribute. 

In this regard, the current thesis has made use of questionnaire to collect data from heads 

and deputy heads of high performing and low performing public sector, process owners 

(team leaders) of high performing and low performing public sectors, public servants of 

high performing and low performing public sectors; as well as beneficiaries (users) of 



150 
 

public services who were accessed at service delivery station, public meeting and 

attending training program.  

In order to collect relevant data used to answer basic research questions and test 

hypotheses, questionnaires were prepared to enable respondents rate the status of high 

performers and low performers side-by-side. In addition, the questionnaires were also 

prepared comprising of open ended ones to solicit qualitative information that 

corroborate quantitative information. Therefore, identical sampling approach in which 

the same people participate both in qualitative and quantitative data (Martens 2009, p. 

326) was applied as planned. 

Generally, contents of the questionnaire are (1) information about the respondents’ 

backgrounds, (2) information about respondents’  activities (past and present behavior 

and experiences), (3) information about respondents’ knowledge, and (4) information 

about respondents’ sentiments (opinions and feelings) (5) respondents’ expectations.  

The questionnaires were self-administered which were distributed and collected by (1) 

university graduates (2) reform technical team in Bureau of Public service and Human 

Resource Development (3) the researcher (4) training professions in Oromia State 

University and Oromia Regional State Leadership Academy (5) reform focal persons in 

Public Service and Human Resource Development Sectors at Zones, Urban and Districts 

acting as supervisor and data collector.      

3.9.2. Group Interview  
In view of  Dawson (2007, p. 30) , group interview may be called discussion groups in 

which a number of people are asked to come together in a group to discuss a certain 

issue. In this type of interview more participants are involved in discussion;   and 

answers are channeled through the interviewer and the researcher can get more 

information cognizant to greater number of participants than face-to-face interview 

(Denscombe 2007, p. 186). 

Furthermore, Kumar (1987, pp. 9-11) reports that group interview is very useful   as it 

(1) enable the investigator to gather information rapidly; (2) is economical as it doesn’t 

need many enumerators (3) it reduce individual inhibitions, thereby providing 

information that might not be otherwise shared (4) respondents are able to raise issues 

and concerns that the investigator might not have considered as they motivate one 
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another (5) permits a direct interaction between respondents and the investigator (6) 

information gathered in group interviews can sometimes be more accurate than that 

obtained in individual interviews because respondents are generally reluctant to give 

inaccurate answers for fear of being exposed by other participants  
 
In view of that, this dissertation has used group interview based on structured interview 

guide to broaden spectrum of people who participate in the study and get   a greater 

variety of experiences and opinions emerging from more individuals. In this way, group 

interviews were conducted with team leaders and senior public servants in high 

performing and low performing public organization at bureau and urban based on 

purposive sampling. To this end, five interviews were conducted both in high 

performing and low performing public organizations accounting for 42 participants 

comprising of  5 top officials (bureau heads and vice heads), 15 team leaders(process 

owners) and 22 senior public servants  as well as one interview with  12 participants 

from  standing committee of Caffee Oromia. 

 Consequently, the study has applied (1) identical sampling in which same respondents 

such as top officials and team leaders who participated in filling questionnaire were also 

involved in group interview (2) parallel sampling approach in which different people; 

but from the same population have participated in the quantitative and qualitative 

samples for the reason that senior public servants who didn’t fill questionnaire have 

participated in  group interview  complying with Mertens (2009, p. 326) explanation for 

sampling strategies for mixed methods to ensure triangulation at different stages of the 

research process. 

3.9.3. Documents Review 
 Retrieving documents related to a particular project, topic or product, from a variety of 

sources can be very useful as an additional data-collection method (Blessing & 

Chakrabarti (2009, p. 284). Denscombe (2007, p.240) on his side adds that public 

domains such as books, journals, official statistics, some company records, etc can be 

used for academic research and consultancy. 

Documents are useful in research to provide (1) data on the context within which 

research participants operate; (2) supplementary research data; (3) a means of tracking 
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change and development; (4) a way to verify findings or corroborate evidence from 

other sources (Bowen 2009, pp. 30-31).  

To this end, the emphasis of this dissertation lies on secondary data (i.e. documents that 

have not been produced at the request of the current researcher such as books, previous 

studies, customer suggestion books, reports, broacher, bulletin, graphs and charts are 

used in this dissertation. In order to ensure authenticity, credibility, representativeness 

and meaningfulness of documents produced by government and public organizations, 

the researcher has concentrated on strategic performance report on which consensus has 

been reached by regional cabinets, reports reviewed by standing committee and 

endorsed by Caffee Oromia (i.e. regional council).  

Furthermore, triangulation is made and point of intersection is accepted in areas such as 

performance evaluation and rating of public organization in categorizing public 

organizations as high performance (for which awards have been provided at regional and 

federal level as recognition of their performance) and low performance public sectors 

that where frequently reported as low performers at regional level, zones and towns 

during the period of the first growth and transformation plan.  

3.10. Method of Data Analysis  
In the words of Bohm (1983, p.125) analysis involves breaking data down into bits, and 

then ‘beating’ the bits together for resolving data into its constituent components, to 

reveal its characteristic elements and structure implying that people, organizations, 

governments all depend entirely on impressions and intuitions about the data as a whole 

and reach on wrong conclusion and give wrong decisions in the absence of data. 

According to Yin (2003), data analysis entails the use of categorization, tabulation, 

examination which are used as tools helping in representing data information that are 

been collated. Data analysis needs statistical techniques to be utilized by a researcher 

which in turn depends on design of the study, the type of data collected, and the 

questions asked (Marczyk, DeMatteo & Festinger 2005, p. 11). Holton, E.F. and 

Swanson, R.A.(eds.) ( 2005, p. 38) also explain that Insights into the decisions 

researchers make about quantitative analysis tools can be gained by understanding two 

things: what the basic questions being asked by the researcher are and whether the data 

from the measures being used are continuous (interval), ordinal, or categorical.  
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Besides, Singh (2006, p.231) explains that analysis of data involves comparison of the 

outcomes of the various treatments upon the several groups and making decision as to 

the achievement research goals. In order to foster such analysis, researchers and 

academic recommend entering research data into exclusive and exhaustive categories to 

prevent confusion and facilitate analysis (Salkind 2006, p. 149). 

Analyzing data from descriptive studies involves computing descriptive statistics such as 

mean and variance; while analyzing data in case of correlational studies involve 

computing statistical measures such as Pearson correlation to determine whether there 

are statistically significant relationships between variables and to make predictions 

based on those relationships (Vanderstoep, S.W, & Johnston, D. D. 2009, p. 104).  

According to Holton and Swanson (2005, p. 38) quantitative tools can be used to answer 

core questions such as (1) description to identify the characteristics of some group or 

groups of people (2) comparison of groups to understand whether two or more groups 

are the same or different on some characteristics (3) association to determine whether to 

variables are related and the strength of their relationship. 

Complying with similar approach, this dissertation uses data collected on rating scale 

ranging from very high level of performance (5) to very low level of performance (1) on 

high performance factors as perceived performance as well as average actual 

performance of regional government during the period of the first growth and 

transformation plan.  Next, data entry was made using SPSS (version 20 software) so 

that each variable was listed in a column and the responses from individual respondents 

were entered into rows case by case and then research questions and hypotheses are 

answered through description, comparison and association.  

This dissertation (1) intends to answer core questions regarding the status of regional 

government performance on selected variables; discusses the status of high performance 

and low performance public sectors in terms of high performance factors, the status of 

high performing and low performing team formation as well as high performing public 

servants in terms of high performance variables. These research questions are answered 

by describing their performances using descriptive statistics such as percentages , mean 

and standard deviation (2) answers core research question by testing research hypotheses 

to compare  high performing public organization with low performing public 
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organizations on high performing organization characteristics; compare high performing 

team with low performing team based on high performing team characteristics; compare 

high performing public servants with low performing public servants based on  high 

performing public servant characteristics; test research hypothesis to determine the 

impact of high performance factors on actual performance of regional government and 

make prediction thereof.  To this end, mean and standard deviation were computed for 

the purpose of description; independent sample t-test for differences in group means is 

applied to determine whether statistically significant differences (real difference) exists 

between  each group ; as well as  multiple regression model at 5% degree of 

significance(i.e. 95% level of confidence). 

In case of comparing high performing and low performing public organizations, the 

dependent variable is the mean response; which is a continuous variable. On the other 

hand, the independent variable is category of public organization (i.e. high performing 

or low performing) because the dissertation is asking whether nature of public 

organization predicts the mean response. Thus, independent variable in this comparison 

is nominal or categorical variable. In this regard, the study has used categorical 

independent variable and continuous dependent variable to assess existence of real 

difference between high performing and low performing category of public 

organizations. Similarly, the same approach is followed to compare high performing 

team with low performing team; as well as high performing public servants and low 

performing public servants (3) answers core research question by testing research 

hypotheses to determine the strength and direction of association between high 

performance public sector characteristics at 5% level of significance. In this part, the 

researcher is interested to measure and report the level of association between high 

performance characteristics using correlation analysis by using Pearson correlation 

coefficient for two continuous variables complying with Howitt and Cramer (2001, p. 

90).  In case of regression analysis, the study has deployed the following model: 

 

 

 

Actual performance of regional government (Y) = Constant (b0) +(b1 x public 

sectors service quality (Q) + (b2 x citizens- public sector performance quality (P)+ 

(b3 x human resource quality (H) + (b4 x Leadership quality (L) +  (b5 x 

organizational system quality (S)  
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Methods of data analysis utilized in this dissertation are supported by theoretical and 

empirical literatures. For instance, Swanson and Holton (2005, p. 34) and Balnaves and 

Caputi (2001, p. 78) agree that statistically data collected on rating scale can be handled 

as interval and continuous data to conduct different statistical analysis which cannot be 

achieved by categorical data alone; and also Vanderstoep, S.W. and Johnston, D.D. 

(2009, p. 70) report that interval data can be used to compare scores across different 

groups.  In addition, this method of data analysis also complies with Carton and Hofer 

(2006, p. 137) who compared the two samples of high performing  and low performing 

organizations using t-tests to determine the significance of difference between the two 

groups. Furthermore, similar method of data analysis was used by Akram, M., Watkins, 

K. E., and Sajid, A. S.  (2013) when they compared learning culture of high performing 

and low performing high schools using independent sample t-test. 

As this study employs pragmatism paradigm and mixed method which integrate both 

qualitative and quantitative data, methods of analysis of qualitative data were also 

outlined and implemented.  

Dey, I. (1993, p. 29) quantitative data deals with numbers and qualitative data deals with 

meanings ; still they are not opposite;  they are better thought of as mutually dependent; 

number depends on meaning, but  meaning also depends on number and measurement at 

all levels embraces both a qualitative and a quantitative aspect. This remark shows the 

interdependence of qualitative and quantitative data in a give research. Specifically, the 

core of qualitative analysis lies in related processes of describing phenomena, 

classifying it, and seeing how these concepts are interconnect (ibid, 30). Therefore, 

qualitative analysis is required to develop thorough and comprehensive descriptions of 

the phenomenon under study which Geerz (1973) and Denzin (1978) states as ‘thick’ 

description. Qualitative data analysis incorporates document analysis and interviews 

(Bowen 2009), group interview (Kumar (1987).  

 Document analysis (Bowen 2009) is a systematic procedure for reviewing or evaluating 

documents requiring that data be examined and interpreted in order to elicit meaning, 

gain understanding, and develop empirical knowledge.   

Document analysis is often used in combination with other qualitative research methods 

as a means of triangulation—‘the combination of methodologies in the study of the same 
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phenomenon (Denzin 1970, p. 291) in which the researcher attempts to provide ‘a 

confluence of evidence that breeds credibility’ (Eisner, 1991, p. 110).  By examining 

information collected through different methods, the researcher can corroborate findings 

to reduce the impact of potential biases that can exist in a single study. According to 

Patton (1990), triangulation helps the researcher guard against the accusation that a 

study’s findings are simply an artifact of a single method, a single source, or a single 

investigator’s bias. 

For consumption of this dissertation as well, qualitative data were also collected side-by-

side with quantitative data in the form of group interview document analysis and open-

ended part of questionnaire filled by respondents.  According to Dawson (2007, p. 135), 

interview summary and focus group discussion summary are useful for analysis of 

qualitative data. Synonymously, data were organized in a format to facilitate data 

analysis starting from the time of data collection. That means, qualitative data analysis 

for group interview were conducted as an on-going process or taking place throughout 

the data collection process through reading and annotation (i.e. notes of notes)  based on 

variables identified for each unit of analysis specially public sector, team and individual 

public servants in line with research questions. 

3.10.1. Validity and Reliability Test 
The value of a piece of research depends on its reliability and validity. Reliability 

concerns the consistency of measurements (Dunbar 2005, p. 23) while validity describes 

the extent to which the researcher measure what one purport to measure (Colton &   

Covert 2007, p. 65).   

Different authors categorize validity in different ways.  For instance; Campbell and 

Stanley (1963) cited in Miller and Yang (2008, p.112) describe two types of validity: 

internal and external validity. On the other hand, Balnaves and Caputi (2001, p. 89) 

categorize validity as construct validity, internal validity and   external validity. 

Construct validity refers to the extent to which variables are successfully operationalized 

and represent the phenomena the researcher wants to study; while internal validity is the 

extent to which the research design allows researcher to draw conclusion about 

relationship between variables  
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 Swanson and Holton (2005, p. 76) describe internal validity of an information-gathering 

effort as the extent to which it actually answers the questions it claims to answer using 

the data that were gathered. This requires ensuring the reliability of the instrument and 

internal consistence of items (Sanders et al., 2007) through literature review where 

measures were identified, developed, and adapted (Forza, 2002; Saunders, Lewis, and 

Thornhill, 2007) and using items whose reliability were validated.  

Furthermore, Miller and Yang (2008, p. 246) also affirm that a pretest (i.e. an initial test 

of one or more components of a survey) can helps to reveal many hidden problems and 

minimize obstacles in data collection prior to administration of the survey and ensure 

internal validity. 

In order to strengthen internal validity of instruments, the current dissertation has 

adopted items validated by previous researchers such as Waal (2008, 2010, and 2012); 

Jargon (2006), Jarvis (2016) in combination with review of theoretical literature such as 

Brookes and Grint (2010)  , Collins(2001) , Blanch (2002) , Carlson and Schwarz (1995, 

29),  Bekkers,  Edelenbos, Steijn (2011), Artley(2001), Blackman, et al(2013), Humble, 

Molesky, O’Reilly(2015), Holbeche(2015), Colenso (1997), Cook(2009), Pardey(2007),  

and so forth  that are written on high performance organizations and their elements. 

In addition, the researcher has conducted pilot test on 50 public employees during 

training program held at Public Service College of Oromia (current Oromia State 

university) based on simple random sampling strategy applied to trainees and 30 public 

sector leaders who were attending training at Oromia Regional State Leadership 

Academy  all from public organizations reported as medium (yellow) level performance. 

In case of questionnaire developed for beneficiaries, pilot test was conducted at Adama   

city administered to 19 respondents and at Burayu City 8 respondents.  

Another type of validity is external validity which is also important for ensuring 

creditability of the study. According to Newman (1994, p. 119) citied in Manki (1998, 

p.34) external validity refers to the extent that a study can be generalized to other people, 

groups, investigations, etc. In this regard, the current dissertation has used (1) heads and 

deputy heads of high performing public organizations in high performing and low 

performing public organizations based on purposive sampling because their opinion is 

more important in terms of specific question expected to be answered based on their 
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response  (2) team leaders( process owners) of high performing and low performing 

organizations are chosen with purposive sampling based on their relevance to specific 

research question(3) public servants in high performing and low performing public 

organization based on  simple random sampling which increase external validity (4) 

beneficiaries selection based on access to service delivery station, public meetings and 

public training at urban and districts in which both high performing and low performing 

public sectors are chosen is aimed at increasing external validity as much as possible.  

Though it was difficult to get complete list of beneficiaries of each public organizations, 

the sample size determined for this dissertation (797 respondents) is more than what 

Creswell (2012, p.164) has known from his experiences of sample size used by 

educators for large survey (350 respondents); as well as more than what Howitt and 

Cramer (2011, p. 82) realized as average sample size used by researchers (200 

respondents). 

Concerning the reliability of this dissertation, (1) clarity of questions on instruments 

were improved by translating them in to Amharic and Afan Oromo languages so as to 

help respondents to give both quantitative and qualitative response based on full 

understanding of what is asked (2) questionnaires were commented by language teachers 

to avoid ambiguity and improve quality of questions (3) triangulation qualitative and 

quantitative data (4) standardized method of data analysis supported by literature for this 

type of study and experiences of previous researchers were applied.  

According to Bryman (2012, p.170) one of the measure of internal consistency of 

instrument is Cronbach Alpha Coefficient. The minimum level of this coefficient 

according to Bryman (2012, p.170), Westergaard (1989, p.93), Graff (1997) and 

Berthoud (2000, p.169) is 0.80, 0.70, 0.93, and 0.77 respectively. Accordingly, the 

Cronbach Alpha reliability co-efficient for this dissertation is 0.975 showing that the 

indicators that make up the scale are internally consistent (have strong reliability).  

On top of that, relentless consultation of dissertation advisor, constructive comment 

provided during proposal defense session, and constructive comments provided by 

participants of annual research symposium organization by Oromia State University 

were vital for enhancing the overall research design, variables and instruments which 

have great contribution for improving validity and reliability of the study. 
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3.10.2. Ethical Considerations 

According to Smith (2008) cited in Regenesy (2014, p.28) ethical consideration in 

research consists of  informed consent, avoiding deception, participant’s right to privacy, 

confidentiality of information, complying with code of ethics and cultural sensitivity.  

Accordingly, the researcher has quoted theoretical and empirical literature to minimize 

plagiarism, comply with principles of professionalism, trained data collector to conduct 

their task with accountability and behave ethically in their work and interaction with 

respondents.   
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4. CHAPTER FOUR: RESPONDENTS’ PROFILE AND 

HIGH PERFORMANCE GOVERNANCE  DATA 

PRESENTATION, ANALYSIS AND INTERPRETATIONS  

In result-oriented performance management environment, the importance of high 

performance    transcends organizational boundary. Accordingly, high performance is a 

common agenda for private, public and non-government organization.  In public 

organizations, citizens’ expectations are alarmingly increasing; environmental condition 

is challenging; globalization is intensifying competition; and transformational change is 

world’s common agenda. These complex natures of social, economic and political 

conditions facing government and public organizations strongly demand high 

performance government practices. Cognizant to this fact, the studies on high 

performance government and public organizations throughout the world have yielded 

important variables to assess the level of organizational performances as high 

performances or low performances. Accordingly, the current study is aimed at assessing 

high performance government institutions in Oromia Regional State at varying levels 

such as  high performance governance system(macro level) , organizational level (meso 

level) , team level and individual levels (micro level)  based on comparative analysis of  

‘high performance’ and  ‘low performance’  units against high performance attributes.   

To this end, the data were collected both from supply side (government and public 

sectors) and demand side (beneficiaries) actors in public governance using standardized 

questionnaires, relevant documents review and group interview.     

Thus, this chapter deals with analyzing response rate, respondents’ profile such as 

educational qualification, work experience, job category, work premises or place of 

engagement and analyzing high performance governance practices consisting of high 

performance governance system, level of execution of  core management functions, 

accountability, government commitment and competence and status of public trust. 
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4.1.  Analysis of Background Information  
1) Response Rate 

Response rate is   important for anyone doing research for professional work. According 

to Miller, G.J. and Yang, K. (2008, p. 231), a response rate is classified as excellent 

(>

Table 3: Response Rate 

85%), very good (70%-85%), acceptable (60%-70%), questionable (50%-59%) and 

not scientifically accepted (<50%).  

In order to increase response rate and quality of response for this dissertation, training 

was provided to data collectors on the approach and ethics they should exhibit during 

data collection. Throughout the data collection process, purpose of the study was 

communicated to respondents so as to give genuine responses as well as fill and return 

questionnaires on the spot based on consensus reached regarding its purpose. In 

addition, letter of support written by AAU has helped the researcher to get full support 

from respondents. Accordingly, primary data that were collected from organizational 

leaders (heads and deputy heads) and team leaders at their office, from public servants at 

administrative meeting halls and from beneficiaries at customer waiting room and public 

meetings.   

No  Respondent  Proposed 
sample  

Actual 
sample  

Response rate  

(%) 

Status  

1)  Heads and deputy 
heads  

640 601 93.9 Excellent  

2)  Process owners (team 
leaders) 

298 250  83.89 Very good  

3)  Public servants  527 487  92.41 Excellent  

4)  Beneficiaries  797 748 93.85 Excellent  

 Sum and average 2262 2086 92.22 Excellent  

         Source: organized by researcher; 2016 
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As indicated in table 3, the response rates of organizational leaders, process owners 

(team leaders), public servants and beneficiaries are 93.9%, 83.89%, 92.41% and 

92.22% respectively. Thus, response rate of all respondents category is more than 

sufficient to reach conclusion.  

2) Respondents’  Working Place 

In order to get sufficient information on the status of high performance government 

practices in Oromia Regional State, data were collected from different administrative 

hierarchies in the region such as from Bureau level, City or urban level, Zonal level and 

Woreda (district) level. Accordingly, distribution of respondents at each administrative 

level is displayed as under. 

        Table 4:  Respondents’ Working Place 

 

No  

 

Respondent’s 
working place 

Respondents’ category   

Leaders  Public 
servants  

Citizens 
(beneficiaries) 

Head s and 
deputy heads 
of public 
organizations    

Team 
leaders(proc
ess owners) 

Total    

n % N % n % N % N % 

1)  Bureau level  34 5.66 23 9.20 57 6.7 40 8.21   

2)  Zone level  22 3.66 13 5.20 35 4.11 50 10.27 136 18.18  

3)  City(town) level  40 6.66 21 8.40 61 7.17 110 22.59 371 49.60 

4)  Woreda(district) 
level  

505 84.03 192 76.8 697 81 287 58.93 241 32.22 

 Total  601 100 250 100 851 100 487 100 748 100 

Source: Organized by researcher; 2016 

Regarding respondents’ residence, heads and deputy heads who participated in the study 

from regional, zonal level, town level, and district level are 5.66%, 3.66%, 6.66% and 

84% respectively. Besides, process owners (team leaders) participated in study 

comprises 9.20% from regional level, 5.20% from zonal level, 8.40% from town level 
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and 76.80% from Woreda (district). Generally, 6.70% leaders of different status from 

regional level, 4.11% leaders of different status from zonal level, 7.17% leaders of 

different status from town level, and 81% leaders of different status from district level. 

On the other hand, public servants responded to questionnaire from regional level, zonal 

level, town level and district level are 8.10%, 10.27%, 22.59% and 58.93% respectively. 

In addition, 18.18% of beneficiaries from zonal level, 49.60% of beneficiaries from 

town level and 32.20% of beneficiaries from Woreda (district) level have participated in 

the study as respondents. In general, respondents of this dissertation are chosen from 

region, zone, and town and district level so that the study can depict public service 

delivery status in high performing and low performing public organizations as well as 

perceived high performance governance system as regional government.  

3) Respondents’ Educational  Status  

Respondents’ educational status demonstrates how far respondents from different 

academic background have contributed to the study. Accordingly, academic profiles of 

public sector leaders (head of public organizations and deputy heads), team leaders 

(process owners), public servants and beneficiaries are presented as follows: 

Table 5: Respondents’ Education Status 
No  Qualification  Category of respondents 

 Heads & deputy 

heads of public 

organizations    

Team leaders 

(process 

owners) 

Total  leaders Public 

servants  

Beneficiaries 

(citizens) 

N % N % N % N % n % 

1.  Elementary  school & 

below 

        133 17.78 

2.  High school complete        4 0.8 224 29.95 

3.  Certificate  2 0.3 2 0.8 4 0.47 6 1.2 82 10.96 

4.  Diploma  218 36.3 86 34.40 304 35.72 169 34.7 93 12.43 

5.  1st degree 346 57.6 141 56.40 487 57.23 277 56.9 216 28.88 

6.  2nd degree & above  35 5.8 21 8.4 56 6.58 31 6.4   

 Total  601 100 250 100 851 100 487 100 748 100 

 
Source: Organized by researcher; 2016 
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As indicated in the table, education status of organization heads and deputy heads 

participated in the study comprises of certificate (0.30%), diploma (36.30%), first degree 

(57.60%) and second degree and above (5.80%). Besides, team leaders (process owners) 

who participated in the study consist of certificate holders (0.80%), diploma holders 

(34.40%), first degree holders (56.40%) and second degree and above (8.40%).  

Conclusively, educational status of leaders of different status (heads and deputy heads as 

well as process owners) who participated in the study as respondents includes certificate 

(0.47%), diploma (35.72%), first degree (57.23%) and second degree and above (6.58 

%). According to this analysis, majority of both categories of leaders participated in the 

study are first degree holders followed by diploma holders and low proportion of 

masters degree.  However, large proportion of leaders of both category in diploma and 

very low proportion of organizational leaders and process owners in second degree 

qualification needs attention for improving competency of leaders.  

On the other hand, qualification of public servants participated in the study were high 

school complete (0.8%), certificate (1.2 %), diploma (34.7%), first degree (56.9%), and 

second degree (6.4 %) showing that majority of public servants were first degree holders 

followed by diploma. Accordingly, the proportion of leaders and public servants in 

diploma, first degree and second degree are nearly similar. However, large proportion of 

public servants with diploma qualification and low proportion of public servants having 

second degree needs attention to invest in human resources of public sectors to upgrade 

their professional qualification as role of public servants in democratic developmental 

state and dynamism of 21st century demands properly trained, educated, vibrant public 

servants.  

Pertaining to beneficiary side, the data collected at service station, public meeting and 

training programs shows that 17.78% had elementary school education and below, 

29.95% had high school education, 10.96 % had certificate, and 12.43 % had diploma 

and 28.88% had first degree and there was no reported 2nd degree respondents from 

beneficiary side. 

Therefore, respondents having varying level of education background were involved as 

respondents which enables the study to incorporate balanced and rich information, reach 

on reasonable conclusion and provide rational recommendations.  



165 
 

4) Beneficiaries’  Emplacement   

Incorporating beneficiaries from varying fields of employment practices provide rich 

information that enhances credibility of the study, especially in studies dealing with high 

performance governance system and public sectors practices. Accordingly, the current 

study has planned to incorporate beneficiaries from various employment practices by 

collecting data at service station from those who come to get service from different 

angles. Therefore, distribution of beneficiaries involving different employment practices 

is displayed and analyzed in the following manner.  

                                     Table 6: Beneficiaries’ Employments 
No Type of 

work(employment 
practices)  

Frequency Percent Valid Percent Cumulative 
Percent 

1 Business 207 27.7 27.7 27.7 

2 Agriculture 231 30.9 30.9 58.6 

3 
Residents and 
unemployed     

48 6.4 6.4 65.0 

4 Public employee 262 35.0 35.0 100.0 

 Total 748 100.0 100.0  

                    Source: Organized by researcher, 2016 

 
According to data collected from beneficiaries (users of public service), 27.7% were 

business owners, 27% were farmers and pastoralists , 6.4% were ordinary residents and 

unemployed citizens  and 35 % were public employees who went other public 

organizations to get service. This varied composition of employment practices involving 

urban and rural, employed and unemployed, public and private participated in the study 

as beneficiary helps the researcher to get balanced information on public service being 

delivered by regional government and public institutions both in urban and rural areas. 

5) Respondents’  Gender Distribution  
 Respondents’ gender distribution in studies dealing with public sector performance has 

different implications such as status of male and female composition in public 

organizations. Furthermore, involving both male and female as respondents enables 



166 
 

researcher to get responses from diversified views. Accordingly, gender compositions of 

leaders, process owners, public servants and beneficiaries is displayed and analyzed 

below.  
Table 7: Respondents’ Gender Composition  

No  Category of respondents  Gender  Total 

/category Male  Female  

N % N % 

1 Organization heads and deputy heads    571 95 30 5 601 

2 Team leaders (process owners) 240 96 10 4 250 

3 Public servants 431 88.50 56 11.50 487 

4 Beneficiaries  587 78.48 161 21.52 748 

 Total  number of respondents 1829 87.68 257 12.32 2086 

      Source:  primary data; 2016 

As indicated in table 7, the gender  composition  in each respondent category revealed  

95% male and 5% female  in leadership, 96%  male and 4% female in process owners, 

88.50%  male and 11.50% female in public servants and 78.48% male and 12.32% 

female  in beneficiaries. In light of this analysis, the low proportion of female 

respondents in leadership category, process owner, and public servants emanates from 

male dominance in public service, leadership and process owner positions in public 

sector. At the same time, low proportion of female respondents as compared to male 

counterparts in the beneficiary category on the other hand shows that majority of 

beneficiaries who approach to get service as well as those who come out for meeting and 

training at various level of administration is more of males than females as data were 

collected at service station and demand –side training program at local levels. 

6) Respondents’ Age  Distribution    
Looking at respondents’ age distribution unveil the extent to which data are collected 

from respondents of different age categories  and balanced  information is obtained 

based on respondents’ experiences to access or deliver public service. To this end, age 

distribution of respondents is displayed and analyzed in the following table. 
             

 



167 
 

Table 8: Respondent’s Age Distribution 

 

No  

 

  Age   

category 

Respondents’ category 

Heads and 

deputy heads 

of public 

organization  

Team 

leaders(process 

owners)  

Total leaders  Public 

servants  

Beneficiaries  

n % N % N % N % N % 

1.  21-30 191 31.8 73 29.20 264 31.02  292  60 170 22.73 

2.  31-40 302 50.2 130 52.0 432 50.76 138 28.3 234 31.28 

3.  41-50 102 17.0 47 18.80 149 17.51 45 9.20  209 27.94 

4.  51 & above 6 1   6 0.7 12 2.50 135 18.05 

 Total 601 100 250 100 851 100 487 100  748 100 

          Source: organized by researcher, 2016 

As shown in table 8, majority (50.2%) of heads and deputy heads of public organizations 

participated in the study as respondents are between 31-40 years old followed by 

respondents in age categories of 21-30 (31.80%). Therefore, 82% of sector heads and 

deputy heads responded to the questionnaires are at most 40 years old. Furthermore, 

majority of process owners (52%) are between 31-40 years old followed by those in 

between 21-30 years old (29.20%). In similar manner as that of heads and deputy heads 

of public organizations, great majority of respondents (81.20%) are between 21-40 years 

old. Generally, 50.76% of leaders in different status (i.e. including process owners) are 

between 31-40 years old followed by those in the age category of 21-30 years old 

(31.02%) implying that 81.78% are between 21-40 years old. On the other hand, 17% of 

heads and deputy heads, 18.80% of process owners and 17.51% of leaders at different 

status ranging from heads of an organization to process owners are in between 41-50 

years old. Accordingly, leaders of different status from varying age category have 

participated in the study as respondent implying that the researcher is able to obtain 

balanced information to reach at reasonable   conclusion. 
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The table also unveils that 60% of  public servants who have participated in the study as 

respondents  are between 21-30 years old, followed by public servants in between 31-40 

age years of age(28.30%) and  followed by respondents in the age between 41-50 years 

(9.20%) implying that public servants are younger than their leaders in most cases.  

Generally, it can be implied that both public sector leadership of different responsibility 

status and public servant position is being occupied by young human resource (utmost 

40 years) who can do a miracle if properly shaped and aligned with national, regional 

and local development goals.  

In relation to beneficiary side of respondents, 22.73% were in between 21 - 30 years old, 

31.28% were between the age of 31 - 40 years old, 27.94% were between 41 - 50 years 

and the last 18.05% were 51 years and above implying that people with different age 

categories were consulted at service station, public meeting and training program during 

data collection period. Accordingly, the researcher is able to get sufficient and balanced 

information from young, adult and elders. 

7)  Respondents’ Work Experience in the Public Sector 

Looking at distribution of respondents’ work experience enables to identify the extent to 

which individuals with different work expediencies have participated in the study  or 

how far balanced responses were obtained from people with different organizational life.   

To this end, work experiences of heads and deputy heads, process owners and public 

servants participated in the study as respondents is displayed and analyzed in the 

following manner. 
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 Table 9:  Respondents’ Work Experience 

No  Experience 

category  

Heads and deputy 

heads of public 

organizations  

Team leaders 

(process owners) 

Total  leaders Public servants  

N % N % n % N % 

1.  1-5 years  82 13.60 47 18.80 129 15.16 41 8.40 

2.  6-10 years 235 39.10 102 40.80 337 39.60 136 27.9 

3.  11-15 years 129 21.50 40 16.00 169 19.86 207 42.50 

4.  16-20 years 102 17.0 38 15.20 140 16.45 89 18.30 

5.  21 & above 53 8.8 23 9.20 76 8.93 14 2.90 

 Total  601 100 250 100 851 100 487 100 

Source:  Organized by Researcher, 2016 

In light of information in table 9, work experiences of heads and deputy heads who 

participated in the study were from 1-5years experience (13.60%), 6-10 years (39.10%), 

11-15 years experiences (21.50%), 16-20 years (17%), and 21 years and above (8.80%).  

Accordingly, majority of leaders have work experiences from 6-10 years; followed by 

those having 11-15 years experience and those having 16-20 years work experiences 

respectively.  

Similarly, process owners who participated in the study have different work experience 

that ranges from 1-5 years (18.80%), 6-10 years experience (40.80%), 11-15 years 

experience (16%), 16-20 years work experience (15.20%), and 21 years and above 

experience (9.20%) with majority of process owners are having 6-10 years experience, 

followed by 1-5 years experience, followed by 11-15 years experience and so on.  

Conclusively, leaders of different status (i.e. including process owners) participated in 

the study have mix of work experiences 1-5 years experience (15.16%), 6-10 years 

(39.60%), 11-15 years experience (19.86%), 16-20 years experience (16.45%) and 21 

and above years work experience (8.93%) implying that majority of leaders in different 

status on average have 6-10 years experience and the rest in different experience 

categories. 

 Similarly, public servants participated in the study as respondent have mix of work 

experience such as 1-5 years experience (8.40%), 6-10 years experience (27.90%), 11-15 
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years experience (42.50%), 16-20 years experience (18.30%) and 21 years and above 

experience (2.90%) implying that majority of public servants participated in the study 

have 11-15 years followed by those having 6-10 years and 16-20 years respectively.  

 Accordingly, heads and deputy heads, process owners and public servants participated 

in the study as respondents have different work experiences in public service,  know 

good and evil in public service delivery and able to give balanced information based on 

their experience. Therefore, respondents’ mix of work experience in the public sector 

has meaningful contribution to enrich quality of the study.  

4.2. Analyzing High Performance Governance System   
Government organizations are based on human purposes such as (1) filling important 

social needs (i.e. the care of the indigent, the resolution of widespread socio-economic 

problems, and mass unemployment); (2) correcting socio-political problems that affect 

the well-being of the entire population(i.e.  such as racism and classism) ; and (3) 

providing  essential services that would be too costly for citizens to finance with their 

own resources, such as schooling; postal services; clean and healthy air, soil, and 

water supplies; and public safety( Rusaw, A. C. 1998, P. 7)  requiring the culture of 

transformation and high performance to meet public interest. 

Transformation requires many decisions and actions that must be consistent (having 

the purpose and intent to derive all transformation action, purposeful (having specific 

outcomes in mind), and intentional (done by design) to foster performance excellence 

(Kotnour 2010, p.54).  

Accordingly, the current study focuses on high performance government practices 

based on mandate given to regional government, public organizations, teams and 

public servants which require comprehensive transformation and alignment at all 

levels.   

Accordingly, the Constitution enlightens the role of regional government as 

establishing state administration; formulating and executing development policies , 

strategies and plans; levy and collect taxes under its jurisdiction; enact and enforce 

law; administer natural resources; administer public budget; ensuring rule of law, 

peace and stability, and  capacity building (Article 52 of FDRE). 
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In light of this mission, Oromia Regional State has set key objectives for the period of 

the first growth and transformation plan (2009/10-2014/15) to working towards realizing 

the Millennium Development Goals  and  registering at least 11.7% annual economic 

growth rate, enhance access and quality of health and education services in the region 

and achieving, expand the infrastructure development of the region , improve    

government  capacity, enhancing  wider public participation,  create favorable situation 

for strengthen interaction with neighboring regions in economic, social, political and 

infrastructure endeavors in order to play key role for the growth of the country. 

This will require formulating and implementing enabling system, building capacity to 

implement policy and strategy to achieve high level objectives, managing public affairs 

through government’s core management function, hastening accountability and securing 

public trust to mobilize public support for grand development programs; generally 

leading at high level and building seamless government.   

According to Milner (2002, p. 83) , seamless government is an emerging strategic theme 

in twenty first century governance aimed at achieving integrated public service 

outcomes through horizontal (across local authorities) and vertical (between levels of 

government) alignment of public sector administrations. 

 In this regard, high performance governance system in Oromia Regional State is 

analyzed in lines of (1) regional government wide perceived system efficiency (system 

functionality), (2) regional government’s perceived commitment to change citizens’ life 

(3) regional government’s perceived capacity, (4) Perceived performance of regional 

government on core management function, (5) perceived status of accountability and (6) 

public trust on regional government performance ((Nick 2001, Ashley et al 2011 Bovens 

2004 , ANDESA 2002, Amy 2007,  Mohammed 2000,  Nan 2009 Patricia (2007) , 

UNDESA 2006 and OECD 20 13). 

Generally, this dissertation has attempted to answer the first research question that is 

concerned with status of high performance governance system in Oromia regional state. 

Thus, analyzing perceived performance at regional level can be used as a spring board 

for studying high performance practices at different organizational levels since high 

performance is the result of systematic competitiveness and interdependence.     
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4.2.1. Regional High Performance Governance System   

Making public administration and governance more responsive to the needs of citizens is 

one of the most important aims of any responsible government. Consequently, 

advancing socio-economic as well as administrative performance undisputedly hinges 

on existence and functionality of political and administrative system.  

 Public administration reflects the institutional foundations of how countries are run. The 

quality of governance in general and of public administration in particular determines 

the performance of all public policy domains. Public administration addresses the needs 

of society and frames it’s functioning through organizational structures, processes, roles, 

relationships, policies and programmes. Public administration shapes economic 

prosperity, social cohesion and sustainable growth. It defines public services and moulds 

the environment for creation of public value (European Commission 20016). 

In this regard, the federal system in Ethiopia allows establishing regional government 

and regional government tiers   with authority to address regional issues.  Furthermore, 

nature of self-declared democratic developmental state paradigm accepted in country as 

a whole requires empowering lower administrative tiers and citizens to make active 

participation in development endeavors. Similarly, the decentralization system 

implemented in the country also calls for administrative decentralization, fiscal 

decentralization, and political decentralization. Accordingly, perceived performance of 

oromia regional state on selected administrative system is displayed and analyzed in the 

following manner based on data obtained from beneficiaries.  
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     Table 10: Administrative System Designed In the Region 
 
No High performance governance system 

designed  
 
 

N 

Rate of administrative system    
Mean 

  

SD V.  high 
(5)  

High 
(4)  

Medium  
(3) 

Low  
(2) 

V.  Low 
 (1)  

1 
Government Performance in creating 
meritocratic public service 

748 30 241 312 151 14 
3.163 

 
0.856 

% 4.00 32.20 41.70 20.20 1.90 

2 Government Performance in 
minimizing power abuse by public 
officials 

748 30 242 311 164 1.00 

3.182 

 
0.822 

% 4.00 32.40 41.60 21.90 0.10 

3 Government Performance in 
devolving power to lower level 
administrative  hierarchies 

748 32 241 311 162 2 

3.186 

0.829 

% 4.30 32.20 41.60 21.70 0.30 

4 Government  Performance in 
strengthening  check and  balance 

748 30 241 312 164 1 
3.181 

0.822 

% 4.00 32.40 41.70 21.90 0.10 
5 Government Performance in 

strengthening public participation in 
planning, implementation & 
evaluation 

748 
33 242 313 162  3 

3.181 

 
  0.833 

% 
4.40 31.70 41.80 21.70 0.40 

6 Government Performance in making 
public agencies fulfill their statutory 
requirement 

748 32 240 309 159 8 

3.173 

0.847 

% 4.30 32.10 41.30 21.30 1.1 

7 Government Performance in fighting 
rent-seeking attitude and practices 

748 26 236 315 166 5 
3.1586 

0.825 

% 3.50 31.60 42.10 22.20 0.70 

 Average  
 
4.07 32.09 41.69 21.56 0.66 3.175 .833 

       Source: organized by researcher; 2016 

1) Regional Government Performance in Establishing Meritocratic Public 

Service System 

Civil service system oils the machinery of the ruling governance system in place; it 

provides administrative continuity, stability and order, and professional competence 

with partisan political neutrality that protects administrative behavior from the rushes 

and abuses of political sentiments of the time (Farazmand 2007, p. 228). 

Similarly, Evans and Rauch (1999) state that meritocracy in the public sector is mostly a 

product of two factors. The first is the weight put on education and examination when a 
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public employee is hired, and the basic question of the grounds on which the employee 

is hired is a powerful signal of whom she owes her loyalty: to her peers, the Corps or the 

ruling party and the dividing line goes between systems that appreciate education and 

talent, on the one hand, and systems in which strong ties with the hiring part are pivotal, 

on the other.  

The public services of South Korea, Taiwan, Singapore and Malaysia, which are models 

of developmental state, were known for their meritocratic public service in which open 

and competitive recruitment, performance based development and professionalism is 

highly valued strengthened through series of reforms to implement national policy (Adie 

2007). 

As far as Oromia in particular and Ethiopia in general is concerned one of the mandates 

of public service and human resource development is read as, “Adopt strategies for 

building competent, effective and development oriented leadership and public service; 

establish competency ensuring system and follow up the implementation of same” 

though attesting functionality of such system is the concern of this dissertation.  

 As citizens are the fans and bans of government system, information in the table 

elucidates that government-wide administrative system performance on executing 

constitutional responsibilities of regional government with specific to creating 

meritocratic public service is reported by beneficiaries as high and very high (36.20%), 

medium (41.70%), low and very low (22.10%) with mean 3.16 and standard deviation of 

0.856 implying that majority rate  medium level as justified by mean response and more 

number of respondents in medium range. 

 This analysis clarifies that implementation of meritocratic public service principles such 

as competency, experience and professionalism hasn’t convinced large size of 

respondents though it is rated high and very high by more than one-third of them.  On 

top of that, response given to open-ended questionnaire depicts that unsatisfactory 

transparency in recruitment and selection based on rent-seeking network, and crumbling 

of public service system with public servants and leaders who are not capable and 

committed; as well as absence of performance-based pay system and failure to establish 

and execute high performers rewards system were among major issues raised as 

challenges in establishing meritocratic public service system in the region. Accordingly, 
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there is great unanimity between close-ended and open-ended response on the status of 

public service meritocracy in the region.   

According to UNDP (2015), meritocracy provides talented and hard-working people 

from all walks of life with a means of advancement and the opportunity to contribute to 

the wellbeing of the larger society. Besides, Evans and Rauch (1999) also agree that 

states whose bureaucracies are characterized by meritocratic recruitment and 

predictable, rewarding career ladders are associated with higher growth rates. 
 
On the contrary, the implication of performance gap in ensuring meritocracy is 

multidimensional-affecting good governance, affecting overall organizational 

performance, even demoralizing good performers and eroding public trust. So, the status 

of public service meritocracy as identified by primary data is not promising and even far 

from the level of meritocracy required for government who promise to beat poverty in 

condensed period of time that needs high meritocracy for high performance.     

2) Regional Government Performance in Minimizing Power Abuse by Public 

Officials 

As Joseph R., et al (2016, p. 1) explain  putting the proper policies and procedures in 

place that help avoid conflicting self-interests and maintain the resources allows the 

public entity to remain a viable ongoing concern and there is no greater government 

advancement than policies and decisions that advance all people’s interests. One of such 

policy and procedures that are vital for realizing commitment is the system established 

to control abuse of power by public officials as effectiveness of policies and strategies 

put in place to serve citizens is highly affected by how lawfully or unlawfully  public 

officials operate. According to legal dictionary official misconduct is defined as 

improper and/or illegal acts by a public official, who violates his/her duties to follow the 

law and act on behalf of the public good often conducted under the guise or “color” of 

official authority. Convincingly, abuses of power by public officials endanger 

performance of government and its machineries costing public wellbeing.  

As far as Oromia is concerned, citizenry delegate their sovereignty to elected 

representatives such as Caffee Oromia and local councils who in turn delegate their 

authority to bureaucrats cognizant to regional constitution though how far governmental 



176 
 

power is only used for its intended purposes, namely the protection of the rights of 

citizens and the pursuit of the public good is the concern of this dissertation. The 

regional government claims that evaluation-based training, vertical and horizontal 

accountability system, periodic evaluation, public service change army, and monitoring 

and evaluation system are established as a means to strengthen abuse of power by public 

officials. 

In an attempt to identify the status of regional government performance in terms of 

controlling power abuse by public officials,  beneficiaries participated in the current 

study reported  high and very high (36.40), medium(41.60), low and very low(22%)  

with mean 3.18 and standard deviation of 0.822  implying that majority rate is medium. 

Besides, qualitative response to open-ended questionnaire reveals that misuse or abuse 

of authority and consider organization as their own property and give decision as they 

like (i.e. leadership self-interest) by public officials is frequently mentioned by 

beneficiaries as major problem. Therefore, both close-ended and open-ended responses 

demonstrate that effectiveness of system designed by regional government to minimize 

abuse of power by public officials is not as per public expectations in many ways. 

3) Regional Government Performance in Devolving Power to Lower Level 

Administrative Hierarchies  

Administrative decentralization, political decentralization, and fiscal decentralization 

(Treisman 2007) requires devolving power to lower administrative hierarchies and 

citizens to mobilize local resources and solve socio-economic problems based on local 

priorities without missing the national compass-broad national development goals. Such 

decentralized decision making without unnecessary interference from above foster both 

organizational performance and collective performance. As for economic development, 

the decentralized states are expected to reduce poverty by making public services more 

responsive to the needs of people (Saito 2008, p. 1) 

The ideal state is often characterized as democratic as well as developmental and the 

main characteristics of a democratic developmental state include: broad-based 

participation; growth with redistribution; pro-poor policies; and responsiveness 
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(Robinson and White 1998). In order to achieve such an ideal state, often 

decentralization is considered to be most desirable. This is because local governments 

are in close proximity to the people and therefore they are in a more suitable position 

than the central government to provide the public services which people desire based on 

the “principle of subsidiarity” (Oates 1999). Therefore, empowering lower 

administrative hierarchies by minimizing inappropriate interference is the feature of 

decentralization and democratic developmental state declared in Ethiopia in general and 

Oromia in particular though identifying perceived performance of   is the concern of this 

dissertation. 

Concerning regional government’s performance in minimizing or avoiding inappropriate 

interference in management, regulatory system and judicial decision-making at lower 

level, 36.50% of respondents reported high and very high performance, 41.60% reported 

medium performance and 22% replied low and very low government performance with 

mean response of 3.19 and standard deviation of 0.829 implying that regional 

government’s performance in this regard is medium.   

Furthermore, qualitative data collected through open-ended questionnaire reveals that 

regional government unnecessarily intervenes in decisions made by towns especially in 

the investment decision, regional bureaus make unnecessary interference in mandate of 

zones and Woreda especially in recruitment of human resource, and region and zones 

also intervene in appropriate decisions made by Woredas. In this regard, both 

quantitative and qualitative information collected from   respondents at zones, towns and 

Woreda confirms the existence of unnecessary interference by higher organs in decisions 

that should be made by lower organs.   

However, high performance governance system demands the higher level to set tones 

and create conducive environment for action and provide relentless support to lower 

level administrative organ to operate at its full potential. On the contrary, unnecessary 

interference hampers decision making power of lower administrative organs and 

ultimate performance that is promised by decentralization, developmental democratic 

state ideology and public sector reform. 
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4) Regional Government  Performance in strengthening  Check and  Balance 

System 

Federal and regional constitution creates a balance of powers between different parts of 

government so that they can check each other and hence checks and balances is the 

essence of constitutionalism. Thus, check and balance is system is related to political 

development, social development, economic development, good governance and overall 

performance.  

Furthermore, as democratic developmental state plays an active role in guiding 

economic development and using the resources of the country to meet the needs of the 

people and tries to balance economic growth and social development and 

democratization by using state resources and state influence to attack poverty and 

expand economic opportunities, check and balance is vital to shape government 

machinery and use public resource for public affairs and live up to commitment.  

As far as Oromia is concerned, Caffee Oromia (i.e. the highest power holder in the 

region)  has established  justice and security affairs standing committee, public budget 

affairs standing  committee, social affairs standing committee, agriculture and natural 

resource management standing committee, urban and industry development standing 

committee and good governance and capacity building standing committee as a means to 

strengthen check and balance by looking in to comprehensiveness of strategic and 

operational plans  as well as performance report of sectors  under their supervision and 

visit work site to triangulate written report and actual performance on the ground.  

At the same time local councils at town, Woreda (district) level and Kebele (the lowest 

administrative structure) are established by regional constitution to endorse plan and 

evaluate performance and make decisions at in their mandate to exercise democracy and 

shape public organizations in line of public interest and contribute to high performance 

governance system though analyzing the extent of actual performance is the concern of 

this dissertation. 

In this regard, perceived performance of regional government on strengthening check 

and balance system is reported as high and very high  (36.40%) , medium ( 41.70%)  and 
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low and very low (22%) by beneficiaries participated in study with mean response of 

3.18 and standard deviation of 0.822 implying that perceived performance status is 

nearly medium level. 

In addition, qualitative response given to open-ended questionnaire also stipulates that in 

most areas (1) executive branch override mandate of local councils (2)   party office 

assigns and removes speakers of local councils as it likes (3)  party office and executives 

assign speakers of local councils to work other activities such as doing the work of other 

sectors which the work of representation remains untouched (4) public sectors  leaders 

give more attention to what party office orders them than what standing committee 

orders them to do and even reluctant to provide plan and report timely and implement 

feed-back given to them (5) tailor-made training is not given to standing committee and 

speakers of local  councils (6) great turnover of speakers of councils; mostly at lower 

level which ultimately affect overall performance of the check and balance mission. 

Therefore, both quantitative and qualitative data reveal that checks and balance systems 

are being constrained by various factors which in effect minimize support given by 

standing committee to public organization. This in turn can lead to low performance, 

prevalence of poor governance and diminish public benefit.  

5) Regional Government Performance in Strengthening Public Participation in 

Planning, Implementation and Evaluation 

 According to administrative scholars, citizen participation refers to the role of the public 

in the process of administrative decision making or involvement in making service 

delivery and management decisions. Accordingly, active citizens’ participation is 

characterized by proactive, open, consensus decisions, citizens come in at the beginning 

of the process and citizens articulate policy and take ownership of the process (Callahan 

2006, p. 150, 78).  

USAEPA (2016) guideline for public participation also holds that public participation is 

not simply a nice or necessary thing to do; it actually results in better outcomes, better 

decisions and better governance. According to this guideline, successful public 

participation needs clear purpose and goals, clear structure and process, actual 
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opportunity to influence decision, commitment to the process, and effective and 

inclusive representation, participative capacity, climate of integrity, in beliefs in value of 

public inputs and complete transparency. 

Furthermore, the essence of democratic developmental state and the new public service 

paradigm strongly demands active public participation from planning to execution in 

public service delivery as owner and work hand in hand with government and public 

organization. 

As Maphunye (2009) explains, active public participation is vital for realizing 

development programs of democratic developmental state requiring investments in 

people’s capacity to participate and the creation of favorable conditions for their 

exerting an influence on the decisions that affect their lives and are important parts of 

supporting democratic governance and poverty eradication. 

Furthermore, 

In addition, qualitative data collected through open-ended questionnaire state that 

attempt to ensure public participation in development endeavor is not as per expectation. 

For instance, statement consistently mention by respondents emphasizes that public 

participation is raised as key agenda only during (1) disputes and conflict (2) election 

campaign. Furthermore, beneficiaries repeatedly reported that regional government is 

attempting to implement projects and programs having direct impact on citizens without 

producing public results is not the exclusive responsibility of government; 

It is a collective effort—a shared responsibility between government, citizens and all 

agents in society (OECD 2015, p.4) implying that public engagement is not a matter of 

option, but a matter of necessity.  

In connection with Oromia regional government’s performance in strengthening public 

participation in all matters affecting citizens’ life at planning, implementation & 

evaluation phase, 36.10% of beneficiaries reported high and very high performance, 

41.80% reported medium and the remaining 22% reported low and very low level of 

public participation with mean 3.18 and standard deviation of 0.833 implying that 

regional government’s performance in designing system to mobilize citizens to 

participate in development endeavors at all important phases(i.e. planning, 

implementation and evaluation phases) is medium.  
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public consultation through top down approach. In this regard, a 26 years old respondent 

said, “What government does is ruling party or government-focused than being citizens 

focused” and a 28 years old female respondent said, “The greatest problem in Oromia is 

failure to listed citizens and solve problems” 

Generally, beneficiaries’ responses imply that regional government’s performance in 

ensuring popular participation towards all rounded socio-economic development is not 

sufficient as compared public expectation and the status of public participation 

demanded in democratic developmental state paradigm, new public service management 

and public sector reform.  

6) Regional Government’s Performance in Setting Strategy to Fighting Rent-

Seeking Attitude and Practices  

Rent-seeking behavior is one of the main causes of poor economic performance that is 

described as the ability to capture incomes without producing output or making a 

productive contribution. Since rent-seekers are often an integral part of an ailing 

economy and resist the adoption of reforms, understanding and anticipating rent-seeking 

behavior is crucial for designing more adequate and effective policy reforms. 

Accordingly, the more the rules in a society determine that income can be earned only 

by making a productive contribution, the more a society will prosper (Fischer 2006, p. 

2). 

Furthermore, World Bank Institute (WBI) (2005, p. 18) illustrates corruption as a 

symptom of weakness in the political, social, legal and economic systems of a country. 

According to the institute, an effective litmus test to assist in determining the difference 

between corrupt and non-corrupt actions is whether activities are carried out in an open, 

transparent, and accountable manner. As to the cause of rent-seeking the WBI states 

political factors, legal factors, bureaucratic factors, economic factors and transnational 

factors. In all the cases, the role of government in designing and implementing anti rent-

seeking strategy is indisputable.  

According to World Bank (2000), controlling rent-seeking requires multipronged 

anticorruption strategy comprising of political accountability, competitive private sector, 
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and institutional restraint on power, civil society participation and public sector 

management. 

In relation to Oromia regional government’s performance on combating rent-seeking 

attitudes and practices, 35.10% of respondents reported high and very high performance, 

42.10% reported medium level of performance, and the remaining 22.90 % reported low 

and very low level of performance with mean 3.16 and standard deviation of 0.825 

indicating that majority of respondents have rated the overall regional government as 

medium. 

 Furthermore, qualitative information given to open-ended questionnaire shows that 

rent-seeking is being exacerbated by (1) using authority to satisfy self-benefit than 

common interest (2) poor implementation of institutional mechanism to combat 

corruption (3) low monitoring and control on action of public organizations (4) poor 

functioning of ethics and anticorruption system in public organization, (5) low level to 

detection of corrupted and corrupters (6) public servants either participate in rent-

seeking practices or  withdraw from struggling rent-seeking practices in their 

organizations (7) building rent –seeking networks in recruitment and selection, 

development and appointment and so on.  As to manifestation of rent-seeking activities, 

respondents bitterly stated that public revenue, public expenditure, public land, public 

service delivery, public houses, public investment, public contract management, etc are 

susceptible to rent-seeking implying that fighting rent-seeking practices is very critical. 

For instance, a 40 years old respondent “I am an Ethiopian; I am not benefited; I do not 

feel citizenship; there is no leadership who is working for citizens; rent-seeking is a big 

enemy; every leader talks but there is no implementation”. Therefore, both quantitative 

and qualitative data elucidate that the challenge of rent-seeking attitudes and practices is 

high in the region implying that hegemony of development and growth mind-set is not 

ensured.  

Generally, regional government’s performance on major high performance governance 

administrative systems on average  is reported as  high and very high by  36.16 % ; 

medium by 41.69% and low and very low by 22.22% respondents with mean 3.20 and 
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standard deviation of 0.833 implying that majority of respondents have rated 

government performance at medium level.  

7) Government Performance in Making Public Agencies Fulfill Their 

Statutory Requirement 

Public agencies serve a public purpose and this is what gives meaning to their actions 

and decisions; their role is to generate a better future and improve the human condition 

through public interventions requiring them to articulate the deep public purpose and 

serve in order to invent viable solutions to the complex issues which a society faces

As far as Oromia is concerned, article 60 of Oromia Regional State Constitution 

provides that the region establishes and guides public organizations which coordinate 

and implement economic, social and administrative issues. The constitution and the 

regulation thereof stipulate that public organizations are mandated to (1) implement 

policy, strategy, plan, laws and regulations endorsed by relevant body (2) initiate 

innovative ideas based on their mandates (3) conduct research and studies, organize data 

and deliver report (4) build their implementation capacity (5) prepare plan and budget of 

their organizations (6) recruit, manage and lead public servants based on relevant law (7) 

. 

Thus well-performing public institutions and good governance are critical for 

development and poverty reduction (WB 2000, p. 8). So, public service is of vital 

national interest. Lane (2000, p. 1) also asserts that a system of public institutions is an 

asset to a nation which if properly used, public institutions for the making of policy, 

implementation and administration are as important to national development as 

economic resources. To this end, mission statements pertaining to overall purpose, 

visionary goals and core values are created by organizations when they are  founded in 

order to provide the overall guiding principles for their strategic thinking and their 

employees ’ behavior (Marr 2009, p. 19). Besides, all public organizations need to adapt 

over time – to changes in their overall direction, to regulatory demands, to changing 

stakeholder wants and needs, or to evolving and changing internal competencies based 

on mandate given by respective statute.  Here, government should establish monitoring 

and evaluation system to make public agencies fulfill their statutory requirement-

cultivating integrity. 
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create partnership with various bodies (8) ensure gender mainstreaming in implementing 

policy, strategy, programs, and  plans in their organizations (9) utilize public resource 

and budget properly (10) perform all activities which ensure achievement of 

organizational missions. 

In an attempt to identify the extent to which regional government is guiding public 

organization to fulfill their statutory requirements, 36.40 % of respondents reported high 

and very high, 41.30% of respondents reported medium performance and the remaining 

22.40% reported low and very low with mean response of 3.17 and standard deviation of 

0.847 implying that perceived performance of regional government is nearly medium 

status.   

Generally, the grand perceive performance of regional government in terms of designing 

system to create public service that value meritocracy, minimize power abuse by public 

officials, set check and balance system, design system to strengthen public participation, 

make public agencies fulfill statutory requirement and design system that help to fight 

rent-seeking is rated as high and very high (36 %), medium (42%) and low and very low 

(22%) with grand mean 3.18 and standard deviation 0.833. This perceived performance 

concerning regional government’s governance system designing endeavor elucidates 

medium status of performance and relatively in positive rage.  Nonetheless, the nature of 

democratic developmental state which believe in mobilizing popular support, record 

sustainable, fast and fair development in condensed period of time to become middle 

income country and thereby income country in one generation needs to record more 

performance as witnessed by its constituents  should have been more than medium. 
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Table 11: Relationship among High Performance Governance System 

 Creating 
meritocrat
ic public 
service 

Minimizin
g power 
abuse by 
officials 

Strengthen
ing  check 
and 
balance 

Devolving 
power to 
lower level 
administrati
on   

Public 
participati
on in  at all 
levels 

Making 
public 
agencies 
fulfill  
mandate   

Fighting rent-
seeking 
attitude   

Creating 
meritocratic 
public 
service 

Pearson 
Correlation 

1 .988** .989** .979** .983** .970** .952** 

Sig. (2-
tailed) 

 
.000 .000 .000 .000 .000 .000 

N 748 748 748 748 748 748 748 
Minimizin
g power 
abuse by 
public 
officials 

Pearson 
Correlation 

.988** 1 .999** .989** .993** .982** .961** 

Sig. (2-
tailed) 

.000 
 

.000 .000 .000 .000 .000 

N 748 748 748 748 748 748 748 
 
Strengtheni
ng  check 
and 
balance 

Pearson 
Correlation 

.989** .999** 1 .990** .994** .981** .962** 

Sig. (2-
tailed) 

.000 .000 
 

.000 .000 .000 .000 

N 748 748 748 748 748 748 748 
Devolving 
power to 
lower level 
administrat
ion 

Pearson 
Correlation 

.979** .989** .990** 1 .985** .971** .953** 

Sig. (2-
tailed) 

.000 .000 .000 
 

.000 .000 .000 

N 748 748 748 748 748 748 748 
Strengtheni
ng public 
participatio
n in 
planning, 
implement
ation & 
evaluation 

Pearson 
Correlation 

.983** .993** .994** .985** 1 .976** .957** 

Sig. (2-
tailed) 

.000 .000 .000 .000 
 

.000 .000 

N 748 748 748 748 748 748 748 

Making 
public 
agencies 
fulfill   
their 
mandates 

Pearson 
Correlation 

.970** .982** .981** .971** .976** 1 .944** 

Sig. (2-
tailed) 

.000 .000 .000 .000 .000 
 

.000 

N 748 748 748 748 748 748 748 

Government 
Performanc
e in fighting 
rent-seeking 
attitude  

Pearson 
Correlation 

.952** .961** .962** .953** .957** .944** 1 

Sig. (2-
tailed) 

.000 .000 .000 .000 .000 .000 
 

N 748 748 748 748 748 748 748 

**. Correlation is significant at the 0.01 level (2-tailed). 
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According to information in table 11 concerning correlation of   high performance 

governance system, there is very strong positive correlation between building 

meritocratic public service and strengthening check and balance(r= 0.989), building 

meritocratic public service and minimizing power abuse by officials system(r=0.988), 

building meritocratic public service and ensuring public participation in  at all 

levels(r=0.983), building meritocratic public service and devolving power to lower level 

administration such as zones, urban administrations, Woreda and Kebele(r=979), 

building public service and making public agencies fulfill their  statutory 

mandates(r=0.970) , and building public service and fighting rent seeking attitude and 

practices(r=0.952) implying that an increase in one variable results in increment  of the 

other variable as well.  

In addition, there is very strong positive correlation between minimizing power abuse by 

public officials and strengthening check and balance(r= 0.999), minimizing abuse of 

power by public officials and ensuring public participation in at all levels (r=0.993), 

minimizing abuse of power by public officials and devolving power to lower level 

administration (r=0.989) , minimizing abuse of power by public officials and making 

public agencies fulfill  their statutory mandate(r=0.982) , minimizing abuse of power by 

public officials and fighting rent-seeking attitudes(r=0.961)  which also demonstrate that 

an increase in performance on one high performance governance system results in 

increase in performance of the other high performance governance system. 

In the same manner, there is very strong positive correlation between strengthening 

check and balance system and ensuring public participation at all levels (r=0.994), 

between strengthening check and balance system and devolving power to lower level 

administration(r=0.990), between strengthening check and balance system and making 

public agencies fulfill their statutory requirements(r=0.981), between strengthening 

check and balance system and   fighting rent-seeking attitude(r=0.961) reflecting  that an 

increase in performance on one high performance governance system results in increase 

in performance of the other high performance governance system. 

Similarly, there is very strong positive correlation between devolving power to lower 

level administration and ensuring public participation(r=0.985), between devolving 

power to lower level administration and making public agencies fulfill  their statutory 
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requirements(r=0.976) and between devolving power to lower level administration and 

fighting rent-seeking attitudes and practices(r=0.957) which demonstrates that increase 

in performance of one high performance governance system results in performance of 

the other high performance governance system. 

In addition, the correlation table also reveals very strong positive correlation between  

strengthening public participation in planning, implementation and  evaluation and 

making public agencies fulfill their statutory requirement(r=0.976)  as well as  between 

strengthening public participation and fighting rent-seeking attitudes and practices 

(r=0.957)  indicating that improving one high performance governance system results in 

increasing performance of another high performance governance system. 

To be more, making public agencies fulfill their statutory requirement has also very 

strong positive correlation with fighting rent-seeking practices and attitudes(r=0.944) 

implying that as performance one variable increase, performance on the other variable 

also increase in the same direction linearly.   

As stated, all correlations are very strong in magnitude and positive in their direction. 

Importantly, the correlation between building meritocratic public service and 

strengthening check and balance system(r=0.989); the correlation between minimizing 

abuse of power by public officials and strengthening check and balance (r=0.999) ; the 

correlation between devolving power to lower administrative hierarchies and 

strengthening check and balance(r=0.989), the correlation between strengthening public 

participation and  strengthening check and balance(r=0.994); the correlation between 

fighting rent-seeking attitudes and practices and strengthening check and balance ( 

r=0.962) as well as the correlation between making public agencies fulfill their statutory 

requirements and minimizing abuse of power by public officials(r=0.982) are the 

strongest  correlation in the row indicating that most high performance governance 

system have the highest inter-correlative score with strengthening check  and balance 

system although scores are still on a highly significant level. 

4.2.2. Analyzing Regional Government’s Accountability System 

As Yilmaz, Beris and Serrano (2008, p. 1) asserts improving government accountability 

improves service delivery, particularly for the poor. In this regard, public sector 
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orientation plays an important role in public sector performance. If the public service is 

oriented toward serving its citizens, bureaucratic red tape and corruption will be minimal 

and the judiciary will further enforce accountability through timely and fair decisions in 

the administration of justice (Shah, A.  2005, p.48). 

Regarding the benefits of accountability, Evans (2017, p.1) describes that   

accountability crumbles silos, boosts teamwork and collaboration, strengthens 

camaraderie, creativity, resiliency, agility, trust, and communication. According to Dive 

(2008, p. 12), lack of true accountability causes excessive cost, both economic and 

psychological, de-motivation in those who work for the organization, dissatisfaction in 

those served by it, and sub-optimal performance in general implying that accountability 

is highly linked with high performance. 

In addition, accountability as a means of answerability for the discharging of duties or 

conduct, an effective system of accountability serves as a check on power and authority, 

and is applicable to both politicians and administrators. In this sense, accountability is 

both a mechanism and a process, by which the political leadership of a country 

discharges its routine duties through ministers and civil servants, and these officials are 

required to account for their actions or inactions on matters related to administration 

(Greiling and Halachmi 2011, p. 62). Besides, accountability is a relationship based on 

the obligation to demonstrate and take responsibility for performance in light of agreed 

expectations (Office of the Auditor General of Canada 1998). 

Conclusively, accountability is an obligation a person, group, or organization or 

government and its machineries assume for the execution of authority and/or the 

fulfillment of responsibility where such obligation includes; answering—providing an 

explanation or justification—for the execution of that authority and/or fulfillment of that 

responsibility; reporting on the results of that execution and/or fulfillment, and assuming 

liability for those results. 

Robust and effective accountability systems are confirmed as an essential characteristic 

of high-performing and high-reputation organizations. Where effectively implemented, 

clear accountability frameworks support performance improvement  foster a culture of 

accountability;  provide for clearer delineation and allocation of responsibilities; and  
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support stronger systems for ownership of outputs, and more robust and transparent 

performance measurement(consultation paper strengthening civil service accountability 

and performance 2014,p.1) 

Therefore, in this part of the dissertation the study focuses on identifying the status of 

high performance governance system concerning accountability comprising of   political 

accountability, managerial accountability, financial accountability and legal 

accountability based on perceived performance rated by beneficiaries in the region as 

follows: 

                 Table12: Government’s Accountability Status   

No Variables   Government ‘s 

accountability performance 

rated by citizens   

  Mean SD 

N Very 

high (5)  

High 

(4)  

Medium  

(3) 

Low  

(2) 

Very low 

(1) 
 

 

1.  Status of political 

Accountability 

748 19 96 349 278 6 
2.791 

0.769 

% 2.50 12.80 46.70 37.20 0.80 

2.  Status of managerial 

accountability 

748 18 100 368 256 6 
2.824 

0.757 

% 2.40 13.40 49.20 34.20 0.80 

3.  Status of financial 

accountability 

748 20 98 372 254 4 
2.834 

0.756 

% 2.70 13.10 49.70 34 0.50 

4.  Status of legal 

accountability 

748 21  99 316 272 40 
2.718 

0.862 

% 2.8 13.20 42.20 36.40 5.30 

  
  Average value % 

2.60 13.13 46.95 35.45 1.85 
2.792 

0.786 

                  Source: organized by researcher, 2016 

1) Political Accountability  

Parliament holds the executive politically accountable and political accountability 

emphasizes the procedural effectiveness of institutions; it is not how individuals in new 

democracies understand the concept of accountability; it is how they act to hold leaders 

to account; it emphasizes the formal institutional and procedural realm - the capacity of 

citizens to sanction their leaders (Armah, D.  , Ampratwum, E.  & Paller, J.  2014, p. 4). 
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Consequently, political accountability requires public officials at different level (i.e. 

federal, region, local) and in different public organizations to appear in front of public 

representatives or parliamentary committee or standing committee to provide report and 

explanation vis-à-vis with their promises. In case of Oromia Regional State, political 

accountability infers the extent to which regional level, town level, Woreda and Kebele 

level officials periodically disclose their socio-economic performance to Caffee Oromia 

and councils of their respective administrative hierarchies.  

In this context, beneficiaries’ perceived evaluation of regional government’s political 

accountability reveals that 15.30% of respondents reported high and very high, 46.70 % 

of respondents rated medium performance, and the remaining 38% evaluated 

government’s political accountability status as low and very low with mean 2.79 and 

standard deviation 0.769. This analysis also reveals that proportion of respondents who 

reported low and very low performance in aggregate is twice the proportion of those 

who reported high and very high political accountability status. Generally, the study 

shows that Oromia regional state’s performance in realizing political accountability is 

rated by majority as medium level though significant proportion of respondents who 

rated medium didn’t acknowledge it.   

This result is also congruent with what Caffee Oromia standing committees have 

mentioned when the researcher met them to discuss on high performing and low 

performing public organization. During this discussion they said that most public sector 

leaders do not respond timely in line with committees’ request and give more focus to 

what office of the president as well as party office tells them to do. Thus, such partial or 

half-hearted political accountability of irresponsible officials undoubtedly lessen good 

governance and hampers organizational performance as well as collective performance 

as a region.   

2) Managerial Accountability 

Accountability stems from the tasks inherent in a role; it indicates what the person in 

that position has the authority to do within that role and success in carrying out those 

tasks should lead to reward and recognition from the person or persons who set up the 
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role in the first place. Conversely, failure to deliver what is specified in the role should 

lead to some sort of sanction (Dive, B.  2008, p.11). 

In light of Yilmaz, Beris and Serrano (2008, p.9) managerial accountability is thus 

related to efficiency and effectiveness of organizational design, civil service rules, and 

procurement practices and so on.  He further lays down that managerial accountability  

involves authority to manage a team, deciding who comes into the team, what work they 

will do, how they will be rewarded for that work, how they will be trained and 

developed and on what basis, and when they will leave the team. 

Managerial accountability in relation to high performance governance system in Oromia 

Regional State necessitates that regional government and its administrative machineries 

operating at different levels establish suitable structure or customize to their context so 

as to create responsive, elegant, seamless team-based public organization, organize 

resources of all types, give pin point responsibility, prepare human resource for action 

and recognize good performers and design system that foster individual and collective   

performance. 

Generally managerial accountability calls for regional government and local 

administrative machineries to create what Artley (2001, p. 2) describes as an 

accountability environment in which individuals, teams, and organizations feel 

motivated to execute their authority and/or fulfill their responsibility; stimulated to 

perform their work and achieve the desired results; inspired to share (report) their 

results; and willing to accept the liability for those results. 

In this regard, 15.80% of respondents’ rated government’s managerial accountability as 

high and very high, 49.20% reported medium performance and the remaining 35 % of 

respondents evaluated government’s managerial accountability performance as low and 

very low with mean 2.82 and standard deviation of 0.757. 

 Looking at extreme responses, the proportion of beneficiaries who reported 

government’s managerial accountability as low and very low in aggregate is more than 

twice the proportion of those who evaluated government’s managerial accountability as 

high and very high. This implies regional government’s performance on answerability 

for its managerial practices and the resulting consequence is not proportional to the 
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rising demands of beneficiaries marking the accountability deficit (i.e. the gap between 

expectation and perceived performance). 

3) Financial Accountability  

Government financial accountability refers to the relationship between the citizens and 

government, where the citizens hold the government to account for stewardship of 

public money and the essence of financial accountability is understood as an obligation 

of the government to assure citizens that money is spent in the best possible and most 

effective way (Rabrenović, A.  2014, p. 16). This requires the government to provide 

answers and justifications for its actions and to regularly inform the public on how it 

spends the public funds. 

The financial accountability relationship is embedded in the parliament’s authorization 

of the public expenditure by legislation and expenditure legislation provides a 

framework of law, which is the basis for calling the government to account for its 

actions. Therefore, establishment of an effective financial accountability system   

assurances that public financial resources obtained in the form of tax and non-tax 

revenue, donation and public debt has been spent in harmony with its planned socio-

economic development goals and in the most efficient and effective way. 

Furthermore, IMF (2012) also stipulates that ensuring financial accountability requires 

financial transparency comprising of clarity of roles and responsibilities, open budget 

process, public availability of information and assurance of integrity such as effective 

internal and external oversight.  

In the context of Oromia Regional State, financial accountability pertains to 

effectiveness of the budget life cycle (i.e. budget preparation, budget approval, budget 

execution and controlling and auditing) at regional level, towns and Woreda levels and 

officials at each jurisdiction provide report and justification on how public money is 

spent , what result is achieved and the resulting consequences. 

Concerning government’s financial accountability in the region, 15.80% of respondents 

reported high and very high performance, and 49.70% of respondents reported medium 

performance and the remaining 34.50% respondents replied low and very low 

performance with mean 2.83 and standard deviation of 0.756. 
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In this context, though majority of respondents (nearly half) reported medium 

performance the proportion of respondents who reported government’s financial 

accountability as low and very low is more than twice the proportion of respondents who 

reported high and very high pulling mean to a bit lesson 3.00.  

4) Legal Accountability 

As Stapenhurst and O’Brien (2007, p. 1) explain the concept of accountability involves 

two distinct stages; namely (1) answerability referring to the obligation of the 

government, its agencies and public officials to provide information about their 

decisions and actions and to justify them to the public and public representatives (2) 

enforcement referring to implementations of rules and regulation to achieve the purpose 

for which they have been endorsed. Thus, public managers can be summoned by courts 

to account for their own acts, or on behalf of the agency as a whole indicating that 

judiciary holds the executive legally accountable (Bovens 2004, p. 7). 

This requires that public sectors, public officials and public servants in Oromia Regional 

State are expected to implement policies and procedures on one hand and legally 

questioned and takes responsibility for their actions and inactions. 

In an attempt to identify the status of high performance governance system with special 

reference to legal accountability in Oromia, 16 % of respondents reported high and very 

high, 42.20% of respondents evaluated as medium performance and last 41.70 % of 

respondents rated as low and very low performance with mean 2.79 and standard 

deviation 0.786. Accordingly, the proportion of respondents who rated government’s 

performance status as low and very low is 2.6 times of those who reported as high and 

very high implying that the number of respondents who replied even less than medium is 

still significant. Consequently, only few are convinced; some are in between and some 

are not totally convinced with legal accountability of government and its machineries.     

Finally, the status of multi-faceted accountability (grand accountability) of regional 

government (political accountability, managerial accountability, financial accountability 

and legal accountability) as evaluated by respondents reveals high and very high (15.73 

%),   medium (46.95%) and low and very low performance (37.30%) with grand mean 
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of 2.79 and standard deviation of 0.786. From this analysis, it can be deduced that grand 

mean is less than 3.00 which reveals negative performance in terms of streamlining 

accountability in the region. Negative grand accountability means that public sectors, 

leaders and public servants are not being properly answerable for their actions. Hence, 

one of the pillars of good governance and democratic governance is the missing link in 

the region which has deterrence effect in creating popular synergy with regional and 

national development endeavors. 

         Table 13: Relationship among Versions of Government Accountability   

No  Accountability Versions  status of political 

Accountability 

status of 

managerial 

accountability 

status of 

financial 

accountability 

status of legal 

accountability 

    1 
Status of political 

Accountability 
 
 

Pearson Correlation 1 .909 .923** .787** ** 

Sig. (2-tailed)  .000 .000 .000 

 N 748 748 748 748 

   2 
Status of 

managerial 

accountability 

 
 

Pearson Correlation .909 1 ** .978 .837** ** 

 Sig. (2-tailed) .000  .000 .000 

 
N 748 748 748 748 

 

  3 
Status of financial 

accountability  
 

Pearson Correlation .923 .978** 1 ** .839** 

 Sig. (2-tailed) .000 .000  .000 

 
N 748 748 748 748 

  

   4 
Status of legal 

accountability 
 
 

Pearson Correlation .787 .837** .839** 1 ** 

Sig. (2-tailed) .000 .000 .000  

N 748 748 748 748 

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

Based on Pearson product-moment correlation coefficient as a measure of linear 

association between two interval ratio variables (Singh 2007, p.146); the correlation 

table shows that there is very strong positive correlation between the four types of 

accountability; namely political accountability and managerial accountability(r=0.909); 

political accountability and financial accountability(r=0.923); political accountability 

and legal accountability implying that increase in performance of one accountability 

results in increase in performance of another accountability. 
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Similarly, there is very strong positive correlation between managerial accountability 

and financial accountability(r=0.978) as well as between managerial accountability and 

legal accountability(r=0.837) reflecting that performance on one accountability type 

results in performance of another accountability dimension. Lastly, there is strong 

positive correlation between financial accountability and legal accountability(r=0.839) 

as there is strong positive correlation for any two dimensions of regional government 

accountability substantiated by correlation table. In all the case, because p < .05, it is 

concluded that all the correlation is statistically significant. 

4.2.3. Analyzing Status of Core Management Functions   

Public management and public administration is weighty because it affects all people 

and good public management is an essential part of any civilized modern society. 

According to Pollitt (2003, p.1), public administration continues to affect the purity of 

our water and foodstuffs, the adequacy of our health care, the quality of our education, 

the financial stability of our old age, the extent of gender and ethnic discrimination, the 

readiness of our armed forces and the effectiveness of our systems of justice and law 

enforcement. It also strongly influences the sustainability of our natural environment, 

the attractiveness of particular localities for economic development, the cleanliness of 

our streets and the safety of our various means of transport 

Furthermore, Ranson and Stewart (1994, pp. 261–2622) cited in Pollitt (2003, p.18) also 

describes the scope and complexity of public management as managing in a socio-

political system, working with public pressure and protest, a sense of accountability, 

understanding public behavior, the management of rationing (based on who quality and 

who doesn’t quality), the management of influence (public sector managers are 

frequently required to manage co-operative relationships), assessing a multi-dimensional 

performance, understanding a wider responsibility to a changing society. 

According to these explanations, public management is responsible to shoulder 

countless socio-economic roles in transforming the country and its citizens, its peace and 

stability, its environment, its human resource, its communication, and so on.  

In order to play these roles high performance governance system is characterized by core 

management functions; namely public human resource management, public financial 
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management,  public capital and infrastructure management, public information and 

communication management, managing for result and change management (Patricia 

2007) signifying that public management functions are the cornerstone in high 

performance governance system  that are analyzed in this dissertation in the following 

manner. 

               Table 14:  Core Management Functions   

No  High Performance 
Management 
Functions 

N  Status of core management functions      

  V. High (5) High (4) Medium(3) Low(2) Mean SD 

1 Human Resource 
Management 
Performance 

748 23 97 373 255 2.850 0.756 

% 3.10 13  49.90  34.10 

2 Public Financial 
management 
Performance 

748 23 97 374 254 2.852 0.755 

3.10 13  49.90 34 

3 Change 
management 
performance  

748 23 100 371 254 2.856 0.759 

3.10 13.40 49.60 34 

4 Information 
communication  
technology 
management 
performance  

748 23 98 370 257 2.857 0.764 

3.10 13.10 49.50 34.40 

5 Status of 
managing for 
result  

748 24 101 365 257 2.857 0.767 

3.20 13.60 48.80 34.40 

 6 Status of regional 
government 
performance on 
capital and 
infrastructure 
management  

748 18 98 371 261 2.830 0.740 

2.40 13.10 49.60 34.90 

 Grand performance  748 3.00 13.20 49.55 34.30 2.85 0.757 

     Source: organized by researcher; 2016 

1) Public Human Resource Management  

Strategic public human resources management is aimed at improving public service is 

characterized by innovative recruitment strategies, career development strategies,   
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policies superior performers, holding public servants accountable, designing 

performance standards  to promote the goals and values of public organizations(Pynes 

2004, p. 17). 

According to National Academy of Public Administration (2000, pp. 14– 17)   

imperative steps in aligning human resources management to country’s mission 

comprises of (1) including human resources in strategic plans, (2) defining  human 

resources requirements (3) developing an action plan for implementing human resources 

strategies (4) evaluating progress and (5) manage the change process. 

To this end, high performance governance human resource management must satisfy  

(1)responsiveness to the public’s will (2) social equity (3) mission-driven focus (4) 

skills-based competency in employment practices (5) professional human resource 

competency  and (6) ethically based organizational culture (Daly 2005, p.5) 

Therefore, this section of the dissertation assesses perceived performance of regional 

government in terms of establishing strategic public human resource management 

system and support perceived performance with secondary data concerning human 

resource profile of the region as human resource issues are critical to achieve broad 

national and regional objectives through performance at  higher level.   

                      Chart 1: Strategic Public Human Resource Status 

 

                            Source: Bureau of Civil Service and Good Governance (2015) 
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As shown in the above chart, human resource in public organizations has been 

increasing in size during strategic period by 9%; 13%, 4%, 10%, 8.88% respectively 

from 2010 to 2015 with average growth of 9%. Besides, the proportion of female 

employees to total employees in the region was 29.7% at the beginning of strategic 

period and became 32.25% at the end of strategic period. Increase in the size of 

employees is attributed to establishment of new public organizations, recalibration of 

business processes of existing public organizations, creation of new districts and 

splitting of some zones in two or more, increasing the status of urban areas in the 

region and so on.  

            Table 15: Population and Public Servant Growth 

No  Item  Sample years  

2014 2015 2016 2017 

1 Size of Population  32,815,995 33,691,991 34,575,009 35,467,001 

2 Size Public servants  385,096 419,278 457,013 498,144 

3 Ratio of public 

servant  to citizens 

1: 86 1: 81 1: 76 1: 72 

Source: CSA (2012) and Bureau of public service and human resource development (2015) 

The ratio of public servants to citizens served needs to be adequate to provide efficient 

and effective public service on one hand and need to be optimal to minimize 

unnecessary public expenditure on the other hand. In case of Oromia Regional State, 

the trend of population to public servants ratio was 1:86 (2014); 1: 81(2015), 1: 76 

(2016) and forecasted to be 1:72(207) showing steady improvement of the ratio from 

year to year and nearer to national average of nearly 1: 71. 

In comparison, the proportion of civil servants to the national population in other 

countries such as Singapore is 1 to 72 people; Indonesia 1:110 people; Korea 1:50 

people, China 1:108 people, Japan 1:28 people, Russia 1:84 people and United 

Kingdom 1:118 people, USA 1:48 people , South Africa 1:39 (Malaysian digest.com 

and news 24).   

Accordingly, the proportion of public servants to regional population in Oromia 

recently is closer to national average, better than some counters and worse than others, 
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keeping all other things constant. In addition to the size of public servants and ratio of 

public servants to population in the region, it is also important to assess the extent of 

public servants distribution along administrative hierarchies to assess accessibility of 

service delivery at different levels. 

                    Chart 2: Public Servants Distribution by Administrative Level 

 
               Source: Bureau of Civil Service and Good Governance (2015) 

According to information in the pie chart, distribution of public employees along 

administrative level or different jurisdictions shows that 5%, 4%, and 91% of total 

public servants in the region are deployed to work at bureau level, urban level and rural 

level (zone, woreda, and kebele) respectively. This analysis elucidates that majority of 

public employees are working at lower administrative hierarchies in the region 

following decentralization program implemented in the region broadening public 

service structure at lower level to make government more accessible to citizens. In 

addition to proportionate size of public servants and fair distribution of human 

resources along the different jurisdictions, it’s also worth looking at quality of human 

resource based on their educational readiness to deliver public service. 
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Chart 3: Qualification of Public Servants in Oromia 

 
                        Source: Bureau of Civil Service and Good Governance (2015) 

As shown in the chart, 26% of public servants in the region have qualification of 

certificate and below; 47% of employees are diploma holders,  25% of employees are 

1st degree holders ,  and the remaining 2% only had 2nd

Chart 4: Leadership Academic Qualification in 

Oromia

 degree and above. According to 

this analysis, nearly 73% of entire employees have qualification less than first degree at 

the end of strategic period implying that investment in human resource development is 

still a matter of necessity to shoulder the responsibility of developmental public service 

which needs educated and competent public servants. 

1.1 1.730.05
3.15

2.2

46.27 45.58

 10/12

Cerificate(Level I & II)

Diploma(Level III & IV)

 1st degree

2nd degree

PhD

others

Source: Bureau of public service and human resource development (2016) 
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According to this chart, academic qualification of public sector leadership in Oromia 

Regional State from region to Woreda comprises of first degree holders (45.58%) of 

12,868   public sectors leaders in the region, followed by diploma holders accounting for 

45.58%, followed by second degree holders (3.15%), grade 10/12 complete (2.20%), 

certificate holders (1.73%), others (1.10%) and lastly PhD holders (0.05%) listed from 

largest to smallest proportion of leaders in the qualification.  

This analysis entails that majority of public sector leaders (91.85%) are first degree and 

diploma holders with insignificant number of second degree and quite less number of 

third degree holders. 

According to primary data (table 14), perceived performance of Oromia Regional State 

in terms of building strategic public human resource management was rated as high 

and very high by 16.10 % of respondents, reported as medium by 49.90% of 

respondents and the remaining 34.10 % of respondents reported low status of public 

sector human resource management in the region with mean 2.85 and standard 

deviation 0.756.  

In addition, the proportion of respondents who reported regional government’s human 

resource management as low performance is more than twice of those who rated  

government performance as high and very high  implying that government 

performance is predominantly medium status followed by low performance on public 

sector human resource management perspective. Thus, the quality of human resource 

management is region hasn’t convinced majority of respondents.   

Analysis of qualitative data collected through open-ended questionnaire also shows that 

human resource management practices in the region has so many challenges such as 

wide gap in salary scale between sectors due to special scale in some sectors and 

absence of such scales some sectors; deployment of public servants without their 

profession; most frontline public servants such as security guards, secretaries, drivers, 

cleaners, office girls, customer care advocator do not get tailor-made training; rent-

seeking in recruitment based on corrupted net work; lack of development and growth 

mindset in many public servants, performance evaluation is not principle-centered and 

performance-oriented ,but based on how much public servants talk than how much they 

actually deliver shortage of public servants, lack of desired capacity to deliver service, 
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buying certificate without actually acquiring knowledge and skill etc. For instance, one 

respondent wrote on open-ended questionnaire as, “This government copy reform tools 

from abroad without copying how to properly implementing it; copy technical side and 

ignore human side” and another respondents wrote as, “Unable to satisfy employees lead 

to failure to satisfy citizens.” 

Generally, qualitative data elucidate that knowledge gap, skill gap, attitude gap, and 

systemic gap in using existing knowledge and skill supporting medium status 

performance determined by quantitative data, as well as significant number of public 

servants with diploma qualification identified by secondary data.  

2) Public Financial Management 

Governments around the world are seeking linkages between resource allocation and 

‘‘value added’’ for their citizens and other stakeholders driving innovations in 

operations as well as increased transparency in reporting (Frank 2006, p. 1). Thus, 

public budgeting is a political process in which scarce resources in society are extracted 

from the private economy and allocated to public service providers to accomplish the 

social, economic, and political goals desired by the public (Mikesell, 2002). Since there 

are diverse and often conflicting interests and priorities in society, policymakers and 

budgeters in a democratic society have to articulate these preferences carefully and try to 

reach policy compromises in spending and revenue decisions.  

In this regard, Thurmaier and Willoughby (2001) argue that budgeting is built on 

multiple rationalities; namely economic rationality, social norms and beliefs, political 

feasibility, and legal constraints all play an important role in influencing budgetary 

decisions; not merely technical rationality. 

Public financial management involves revenue forecasting that helps financial planning 

and accurate revenue forecasting allows for a good understanding of an organization’s 

ability to provide services on one hand enables government learn about communities and 

their organizations capacity to enforce tax proclamations(Wang 2006, P. 3). 

Furthermore, proper public financial management also needs resource development 

analysis (RDA) that applies to a fiscal condition where a significant revenue increase or 

expenditure cut is needed for a large revenue shortage foreseeable in the near future 
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which might arise from significant expenditure increase, a significant revenue loss or 

both at the same time. 

Generally, the primary objective of financial management is to maximize benefits for 

any given set of resource inputs so that commitment of governmental resources 

improves conditions in the broader community-the basic tenet in financial management 

(Steiss and Nwagwu 2001, p.2). 

 Thus, public financial management plays significant role on government performance 

since it involves public revenue management, public expenditure management, public 

cash management, introducing fruitful audit system, strong legislative oversight and so 

on. This implies sound and prudent public financial management system is crucial for 

promoting socio-economic development.   

As Oromia Regional State is sharing broad national goals towards Ethiopia Renaissance, 

such big ambition needs huge public investment which in turn depends on availability 

and proper utilization of public financial resources. Furthermore, the reliable source of 

revenue for government who claims to be democratic developmental state is domestic 

revenue and generating significant domestic revenue is also a matter of ensuring 

sovereignty of domestic policy and strategy; as well as a matter of promoting democracy 

and good governance. 

In this regard, the current dissertation assesses the extent to which Oromia Regional 

State mobilizes and utilizes public revenue with accountability and transparency to 

improve broader community in the region by focusing on pro-poor initiatives.        

                     Chart 5: Planned and Actual Revenue 

Source: Bureau of Finance and Economic Development; 2015 
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The trend analysis  of revenue mobilization of Oromia Regional State during the first 

Growth and Transformation Plan shows that revenue performance exceed planned target 

through all fiscal year nearly  by  9%, 21%,  23%, 24% and  22% respectively from 

2011 to 2015. On top of that, actual revenue is increase through all fiscal years by 50% 

from 2011 to 2012, increased by 36% from 2012 to 2013, increased by 38% from 2013 

to 2014, and increased by 36% from 2014 to 2015 respectively during those periods. 

According to this analysis, Oromia Regional State has been collecting more than 

revenue target during GTP I to finance its socio-economic development goals. However, 

revenue mobilization alone is not a guarantee for high performance unless it is properly 

allocated to fulfill public interest and public policy priorities. Accordingly, public 

expenditure utilized in Oromia region during the period of GTP I is presented in the 

following manner.  

Chart 6: Public Budget 
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                         Source:  Bureau of Finance and Economic Cooperation; 2016 

According to this chart, public expenditure (expenditure budget) of Oromia Regional 

State has shown consistent increment from 2009 to 2016 budget year. Specifically,   

public expenditure has shown 122% increase from 2009 to 2011; increased by nearly 

45% from 2011 to 2013; increased by approximately 60.75% from 2013 to 2015; and 

increased by 8% from 2015 to 2016. Thus, it is implied that regional government has 

made increased resource commitment to finance its socio- economic development 

endeavors to address increasing needs of citizens. 
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Table 16: Major Budget Targets and Actual Performance 

No  Item  Performance 
at beginning  
of GTP I 

Target performance 
for five years at end 
of GTP I  

Actual  performance 
for five years at end of 
GTP I  

1)  Total public expenditure for five 
years 

8.5billion  102 billion birr 106.90 billion birr  

2)  Capital budget 26.50% 43.01 billion 
(42.17%) 

39.67 billion (37.11%) 

3)  Recurrent expenditure  73.5% 58.99billion 
(57.83%) 

67.23 billion (62.89%) 

4)  Pro-poor budget (budget 
allocated to pro-poor sectors) as 
percentage of total budget 

68% 77 74 

           Source: Finance and development cooperation (2015) 

According to this table,  Oromia Regional State  has planned total public expenditure to 

be 102 billion birr at the end of the first GTP I (2014/2015) but incurred actual public 

expenditure totaled 106.90 billion birr(105%)  implying that gross public expenditure 

has exceeded expenditure target cognizant to actual revenue exceed planned revenue and 

government’s attempt to solve good governance problems by allocating more resources 

from existing resource envelop. 

Furthermore, the regional government has planned to increase the share of capital 

expenditure to be 42.17% of total public expenditure at the end of GTP I(2014/2015)  

but able to attain  37.11% performance implying that capital expenditure target was not  

met though capital expenditure has shown 39.3% increment  on average during strategic 

period. 

On the other hand, regional government has planned to decrease recurrent expenditure 

from 73.50% to 57.83% at the end of strategic period but able to decrease to the share of 

recurrent expenditure to 62.89% only indicating that the target to reduce recurrent 

expenditure was not met though there was improvement during the period. One of the 

cost drivers that kept recurrent expenditure higher during strategic period was increasing 

size of public servant and salary increment covering 71% of the recurrent expenditure on 

average during the strategic period. 
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 On top of that, regional government has planned to increase the share of pro-poor 

sectors to 77%  of  total expenditure but able to allocate  74%  of total expenditure to 

these organizations showing that the regional government has allocated significant 

proportion of its budget to pro-poor sectors though it couldn’t met its targeted allocation. 

In light of the above analysis, Oromia Regional State has been increasing domestic 

revenue generation, increasing public expenditure in general and capital budget in 

particular; as well as allocating large share of its total budget to pro-poor; implying that 

regional government has been working towards high performance but target for capital 

expenditure and pro-poor sector were not met. 

The primary data collected through close-ended questionnaire concerning financial 

management performance of regional government as reported  by beneficiaries reflects 

that 16.10% of respondents reported high and very high performance, 49.90% of 

respondents reported as  medium performance, and 34 % of respondents reported that 

government’s performance is low with mean response 2.85 and standard deviation of 

0.755. According to this analysis, regional government’s performance concerning public 

financial management during the period of GTP I was medium status and significant 

proportion of respondents rated low performance (34%) as opposed to those who 

reported high performance status (16%) implying that not as per respondents’ 

expectation as shown both by primary and secondary data. 

3) Public Sector Change Management Performance 

Far-reaching reforms need first of all to change the organizational culture, structure and 

strategy of public organizations to be successfully implemented. Thus, public sector 

reforms depend mainly on the change management attitude in the system which requires 

specific skills pertaining to the organizational sphere (Longo & Cristofoli 2008, p. 3). 

Managers not only need to be able to design new strategies, new organizational 

structures, and new managerial tools to face reforms but, above all, they must be able to 

introduce and to develop them implying that creating consensus and working on 

organizational culture, training people, creating knowledge management, selecting 

people internally, involving process reengineering, etc (Doyle et al., 2000). Thus; 
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whether the scope of change is macro level, meso-level and micro-level; change is an 

integral part of a living system.   

Accordingly, Oromia Regional State has implemented high performance driver public 

sector reform initiatives such as BPR, BSC, ICT, Citizens’ Charter, Change Army, 

Justice System reform, Tax system reform, Financial System Reform, and so on aiming 

at ensuring public sector transformation, accelerating socio-economic development and 

enlightening Ethiopian Renaissance. 

As stated above, there is a linear and continuous process from designing change through 

to implementing and evaluating it which, put together, is simply management and 

deficiencies and failings in any one of these phases disrupt the others and hence must be 

managed (Longo & Cristofoli 2008, p. 3).  

Accordingly, strategic change management approach needs Oromia Regional State to 

not only adopting reform tools, but also implement and evaluate its result on sustainable 

basis by allocating resources, considering public sector reform as priority and 

government agenda, supporting public sector reform with institutional mechanism and 

using public sector reform as modern contemporary government tools to beat poverty.  

In this regard, the following session deals with analyzing the role played by regional 

government based on institutional commitment,  resource committed to launch and 

sustain institutional reform and perceived performance reported by beneficiaries based 

on their  own evaluation during the period of GTP I(2009/10-2014/15). 

 In terms of institutional commitment the regional government has empowered Public 

Service College of Oromia to deliver reform led training to public servants in the region, 

launch reform led education in degree program, conduct reform oriented consultancy 

service to public organizations in the region, conduct research to identify gaps in 

implementing public sector reform and forward workable recommendations to regional 

government.   

Accordingly, the mission of former Public Service College of Oromia and Current 

Oromia State University is written as, “Oromia State University(OSU) is in charge of 

capacity building for generating, embracing and sustaining reform initiatives in the 
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region and beyond through first rating education, training, research and consultancy 

services backed by the state of the art technology.” 

                 Table 17: Reform Sustain Capacity Building Performances 

No  Budget year public servants trained 
at OSU to sustain 
institutional reform 

Students(public servants) to sustain 
institutional reform   

1)  2009/2010 9,756 Students graduated 
in Diploma and 1st 
degree program to 
date  

33,542 public 
servants from 
region, zone, 
towns and district 
levels 

2)  2010/2011 14,513 

3)  2011/2012 26,262 

4)  2012/2013 22,355 Current students 
enrolled in  2nd 
degree program 

436 students 

5)  2014/2015 26,790 

 Total  during GTP I 99,676 Research outputs  67 

 Total to date (2000-
2016) 

210,000 trainees  Consultancy 
services 

40 

                 Source: Oromia State University’s Annual bulletin & report (2016) 

According to this table, Oromia Regional State has been creating institutional 

environment by establishing Public Service College of Oromia and upgrading it to 

Oromia State University(OSU)  to offer short term training to public servants at different 

jurisdiction(region, zone, town, district), offer education with different qualifications 

(diploma, B.A degree and M.A degree), enable conduct research and consultancy 

services to public organizations to sustain reform programs in the region by improving 

service  delivery system , public service organizational structures, knowledge, skill and 

attitude of public servants. In order to build public service capacity to deliver short term 

training services, reform led-education, reform oriented consultancy services and 

research and extension activities tailored to institutional reform Oromia regional State 

has allocated public budget to this institution in the following manner during the 

strategic period. 
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                             Chart 7: Budget Allocated By Government to Sustain Reform 
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In accordance with this chart, Oromia Regional State has been allocating resources 

which increase in magnitude to capacity building initiatives undertaken by Oromia State 

University as regional capacity building institution to sustain reform in the region. 

Accordingly, budget allocated to sustain reform through regional capacity building 

institution has increased by 29.79% (2010), 39.25 %( 2011), 18.55 %( 2012), 22.16 %( 

2013) and 34.13% in the year 2014. 

In addition to budget allocated for capacity building program implemented through 

Oromia State University representing the regional government, budget has been 

allocated to specifically to different public organizations in the form of fund for public 

sector capacity building program to enable public organizations build capacity of their 

organization in line with their unique needs to sustain reform program in the region. 
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                   Chart 8: Public Sector Capacity Building Budget 
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                      Source: Bureau of Public Service and Human Resource Development (2015) 

According to this chart, Oromia regional state is consistently assigning fund under 

Public Sector Capacity Building Program to sustain the change program being 

underway. The fund has been used to provide training on institutional reform program, 

change management in the public sector, monitoring and evaluation of reform program, 

measurement and evaluation, recognizing high performing organizations and so on. 

According to the bureau (2015) PSCAP fund has been provided initially by donors, but 

as soon as they decline to allocate such fund the regional government has earmarked 

public sector capacity building fund from its annual budget to stick to its commitment to 

sustain public sector reform 

In addition to establishing capacity building institutions and allocate resources to sustain 

institutional reform in the region, Oromia Regional State has established regional 

technical team having 30 researchers, trainers and consultants whose mandate is to 

conduct training in institutional reforms, carryout reform-oriented research and 

consultancy services, monitor and evaluate the progress of public sector reform 

implementation, evaluate and give feed-back on reform implementation, etc.   
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With an attempt investigate citizens’ perception regard regional government’s 

performance on the effectiveness of change management practices, 16.50% of 

respondents answered high and very high, 49.60% reported medium, and the remaining 

34 % stated that government’s change management performance is low with mean 2.86 

and standard deviation of 0.759 implying that majority of respondents have considered 

change management performance of regional government as medium based on 

quantitative primary data analysis. 

In addition, strengths reported to open-ended questionnaire show that creation of 

process-based organization as opposed to hierarchical organization, demonstration of 

good communication by some public servants, existence of customer waiting room 

established by some public organizations, providing training to public servants and 

leaders; as well as citizens to claim their rights to get quality service as mechanism to 

sustain public sector reform initiative. 

Concerning limitation on implementing and sustaining public sector reform programs, 

participants of group discussion repeatedly mentioned “Regional government rushes to 

full-scale implementation without adequate pilot test and properly reaching consensus 

with stakeholders.” Another respondent during focus group discussion also said, “Our 

country copies reform tools from developed countries without copying strategy to 

properly implement them such as motivating human resources and buying heart and 

minds of key reform actors-human resource.” Furthermore, one respondent to open-

ended questionnaire said, “Effort made by regional government to implement reform is 

sometimes hot and sometimes cold; we need to rejuvenate reform as it is not as hot issue 

as when it was started.” Yet, another respondent described existing change resistance in 

the public sector as, “The problem of the day and the problem of the future.”   

Generally, the analysis reveals that regional government has introduced reform, dedicate 

financial and non-financial resources, registered some improvements but dramatic 

improvement initially promised by government is not yet realized based on analysis and 

triangulation of both open-ended and close-ended responses.   
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4) High Performance  Information Management System 

Information technology creates important opportunities and methods for governments to 

work together to improve and deliver services as it revolutionalizes the seamless 

delivery of services to customers by speeding up internal operations, providing easier 

access to services and integrating information across the public sector (Milner 2002, p. 

84). Linking technology to overall socio-economic development, Hanna (2010, p.1) also 

declares that the information and communication technology (ICT) revolution has put 

innovation and ICT more than ever at the heart of smart development. 

Concerning relationship of communication technology in socio-economic development, 

Brynjolfsson (2009) also asserts that information technology promises to be the catalyst 

for an unprecedented productivity surge, provided that investment in the technology is 

complemented by investment in organizational capital, processes, and culture implying 

that information communication technology can act as an enabler of high performance in 

socio-economic development and high performance in service delivery if a country, a 

region, local government and an organization simultaneously work on building 

information capital, human capital and organizational capital and reengineer its service 

delivery system. 

To this end, attitudinal changes on the part of political leadership towards the nitty-gritty 

of information communication technology can improve the investment climate, shift e-

government applications from window dressing to true transformation, and help build an 

inclusive information society (Rodrik 2007, pp. 38–39).  As far as Oromia is concerned 

this means that government’s promise to bring about socio-economic transformation by 

implementing growth and transformation plan strongly requires e-transformation which 

Hanna (2008, p.8) considers as the powerful tools for accelerating the development of 

institutions and governance, enhance transparency in government and reveal information 

on policy making and uses of public expenditure to the public, with the potential of 

generating internal dynamics in support of political economy reforms. 

Therefore, information communication technology is a powerful bridge that harnesses 

citizens-government partnership and rising quality of governance (i.e. e-governance). 

On the other hand, information that is provided recklessly can deteriorate the 

relationship and erode regional image in the same way as ICT infrastructure 
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deployment without fruitful utilization can exacerbate poverty. To this end, information 

communication technology management system determines how government can use 

information fruitfully while minimizing misuse of information. According to group 

interview carried out with ICT professionals of ICT Development Agency of Oromia 

Regional State and report organized by OICTDA(2015)  programs and services  such 

as MIS, IBEX, SIGTAS, Web-portal, Technology-Based Driver Professional 

Assurance System, Access Database, Video Conference to offer training and 

orientation as well as court services at their spot, free call (888) to register poor 

governance and rent-seeking practices, Community ICT centers have been established 

in the region with the aim of helping societies at rural and urban towns to get internet 

access and various Information Technology related services like Copying, Printing, 

Basic Computer Training, Fax, and Telephone services for lesser cost than the market 

offers in the respective towns whilst creating job opportunities for the youth and 

women,  establishment of Community Radio Centers as society participation matters 

when it comes to local agendas of development, administration, peace and other social 

issues. In this regard, the government has established four community radios in 4 

regional zone Woredas so that local community use these community radios for 

entertainment, participation on development agendas, information exchange and 

making direct communication with local governors to enhance relationship between the 

local sector offices and the public etc are being used in the region as enabler of multi-

faceted reform undertakings.  

In general, analysis of group interview and OICTDA (2015) report reveals that ICT is 

being used in the region as ICT for Public Service Delivery & Good Governance, ICT 

for Sector Applications, ICT for Community Based Information Systems & Services 

and ICT for Community information exchange purposes and so on. According to 

OICTDA (2015) report, a total of 572, 998, 820.00 birr public expenditure was 

managed to be saved by using ICT in public service delivery, conducting training and 

orientation to lower administered to public servants and leaders at local jurisdictions 

instead of calling them to regional level all the times.  
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In addition to group interview and secondary data analysis, among respondents who 

were asked to rate information management system of Oromia regional state on five 

point Likert Scale 16.20% replied high and very high, 49.50% responded medium and 

the remaining 34.40 % replied low performance rate with mean 2.86 and standard 

deviation of 0.764. Accordingly, the proportion of respondents who reported low 

information management performance by government in the region is twice of those 

who reported high and very high information management performance. Thus, it can be 

well stated  based on primary and secondary data that regional government has started 

using ICT development and utilization to use as enabler for sustaining  reform 

programs and responsiveness and transparency  of government service but such 

performance is valued as medium level by actual beneficiaries of ICT to get their 

problems solved. 

5) Status of management for result  

At a time when performance-based government is increasingly the norm, managing-for-

results systems are becoming critical links between resources and results; and the idea of 

managing for results has dominated the public management reform agenda and changing 

management in the public sector to improve performance (Ingraham 2007, p. 7). 

Managing for results is intended to interact with and redirect other managerial systems 

to facilitate performance improvement and understanding public sector efforts to achieve 

results, therefore, requires that management for result be treated as a permanent 

management system in the context of other management systems and also noting 

differentiating criteria between high performers and low performer regions as 

comprehensiveness, vertical integration, balance between top-down and bottom-up 

approaches, strong guidance for agency report, information processing through central 

agency and political oversight and commitment (ibid 154,165) 

 Generally, management for result advocates government-wide planning; government-

wide performance information system, and government-wide accountability based on 

results and effective integration between high level and lower level hierarchies with high 

level mission, vision, core values, thematic areas, objective,  measures, performance 

targets and strategic initiatives cascaded to all actors based on their area of influences 

following disciplined framework.  
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As formulating sound public policy and its implementation strategy determine the pace 

at which the country moves forward in general and the current government declare 

itself as a state that pursue Democratic Developmental State philosophy in harmony 

with federal government and promised to beating poverty in condensed period of time 

and such quest for high performance requires balancing strategic orientation with 

operational orientation , creating strategy focused government, strategy focused public 

organization and strategy focused society who share and implement the big picture. 

Thus, managing and delivering performance in the government is about engaging 

everyone in the strategy and its execution so that organizational performance becomes 

everyone’s everyday job (2009, p. 12). 

As a matter of fact the current government has implemented strategic planning and 

management (SPM) approach, Result Oriented Performance Evaluation (ROPE), 

Result-Based Management (RBM), Balanced Score Card (BSC) all with intention of 

establishing and managing high performance. Currently, BSC (mostly government 

driven) and RBM (mostly donor driven) initiatives are jointly in place hoping to 

facilitating the implementation of Growth and Transformation Plan (GTP).  

In line with this illustration Oromia Regional State has put mission statement cascaded 

from national mission stated as: 

“Oromia’s long term vision is to become a region where democratic rule, good 

governance, and social justice reigns, upon the involvement and free will of its people; 

and once extraditing itself from poverty and become a middle income society in 

harmony with building one political and economic society and national vision.” 

Furthermore, this region wide long terms vision is cascaded to economic sector vision 

as; “To build an economy which has a modern and productive agricultural sector with 

enhanced technology and an industrial sector that plays a leading role in the economy; 

to sustain economic development and secure social justice; and increase per capita 

income of citizens so that it reaches at the level of those in middle income society 

(2010). 

To achieve this vision, the regional government within national framework has 

identified pillar areas of action as (1) sustaining   faster and equitable economic 

growth, (2) maintaining agriculture as a major source of economic growth (3) creating 
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favorable conditions for the industry to play key roles in the economy (4) enhancing 

expansion and quality of infrastructure development (5) enhancing expansion and 

quality of social development (6) building capacity and deepen good governance (7) 

promote women and youth empowerment and equitable benefits. 

Based on national target aimed at beating poverty, Oromia regional state has set its 

own strategic target based on its own context so that both national intention on one 

hand and regional context on the other hand which collectively put the approach as 

hybrid approach has been utilized.  

Since, this study is not intended to analyze performance of regional government as a 

whole but intended to identify what system has been established and how performance 

has been managed, more focus is given to analyze government’s approaches and few 

socio-economic performances to pave the way for determining key attributes of high 

performance public sectors from the 5th

1) Managing for result in  Agricultural service 

 chapter onwards.    

Accordingly, the following analysis pertains to major socio-economic performance of 

regional government during the period of GTP I based on secondary data focusing on 

key performance indicators in agriculture, health and education sectors followed by 

perceived performance status reported by beneficiaries rating extent to which the 

regional government has been managing for result during the strategic period. 

As the mainstay of 86% of population in Oromia Regional State is agriculture, the 

sector is the largest employer and the source of income for citizens.  With an effort to 

promote popular participation and benefits rural community through agricultural 

extension  in the period of  GTP-I , it was targeted to increase  the number of 

beneficiaries from 3.6 million households in 2009/10 to 4.6 million households at the 

end of 2014/2015 but able to increase it to 4.2 million households (91.3% ) 

performance during strategic period. In addition, it was planned to let 2.08 million 

households participate in full extension package, but able to make 1.69 million 

households (81% of the plan) to be beneficiaries of full extension package (BOFED; 

2015, p.70) implying that regional government has able to increase number of 

beneficiaries; but unable to meet its performance target.  The detail production per year 

is presented as follows: 
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                                Chart 9:  Agricultural Production 

              Source: Bureau of Finance &Economic Development (2016) 

According to this graph, agricultural production in the region has shown consistent 

improvement from year to year by 12.24% from 2009 to 2010; 7.35% from 2010 to 

2011; 5.86% from 2011 to 2012; 10.73% from 2012 to 2013 and 6.88% from 2013 to 

2014 respectively between the beginning and end of GTP period and average growth of 

8.6% implying that the region’s agriculture output has showing increment during the 

strategic period. 
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Table18: Agricultural Outputs and Economic Implications 

No  Indicators  Beginni
ng of 
GTP I 

                Strategic period  

2009 2010 2011 2012 2013 2014 
1 Population 

(‘000’) 
28,784 29,422.53 30,322.84 31,179.95 32,065.12 33,900 

Percentage 
increase in 
population per 
year 

 2.22 3.10 2.83 2.84 5.72 

2 Major 
crops(‘000’ 
Quintals)  

92,756 104,106.60 111,763.80 118,312.20 131,003.00 140,011 

Percentage 
increase in 
production 

 12.24 7.36 5.86 10.73 6.88 

3 Demand per 
month(‘000 
Quintals) 

4,292 4,535.97 4,674.77 4,806.91 4,943.37 5,226.25 

Percentage 
increase in 
demand 

 5.67 3.18 2.83 2.92 5.72 

4 Months for  
which the surplus  
production can 
feed 
population(surplu
s in month ) 

4.86 6.3 7.1 8.1 9.2 9.5 

5 Total production 
to person 

3.16 3.54 3.69 3.79 4.09 4.13 

Source: bureau of finance and economic development (2016) 

According to information in this table, production of major crop has been increasing 

yearly for the period covered by GTP I (2010-2014) strategic year accounting for 

12.24%, 7.36%, 5.86%, 10.73% and 6.88% respectively with average increment of 

production amounted to 8.6% resulted in the total production for five years to be 

605,196,600 Quintals and average production of 121,039,320 Quintals per year. 

Correspondingly, demand for agricultural production has been increasing during the 

period of GTP I (2010-2014) by 5.67%, 3.18%, 2.83%, 2.92% and 5.72% respectively 

with average increment of 4.06% and average demand per month for the five years was 

483, 7454 Quintals. 

On top of that the surplus production could feed for 4.86 months in 2009, 6.3 months in 

2010, 7.1 months in 2011, 8.1 months in 2012, 9.2 months in 2013 and 9.5 months in 
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2014  with average months citizens could be fed with surplus production to be 8.04 

months. 

Despite positive changes in terms of volume of production and increasing size of 

surplus production during the strategic period, regional government’s target production 

at the end of GTP I period(2014/2015)  amounted to 227.80 millions of Quintals was 

not met implying that performance as compared to plan at the end of the strategic period 

was only 61.46% 

2) Managing for result in education service   

One of the key social development plan stressed in GTP I was education sector 

development aiming at producing democratic, efficient and effective, knowledge-

based, innovative and inspired citizens who can contribute to the realization of the long 

term vision of making Oromia/Ethiopia in to middle income society. Accordingly, 

some key indicators were taken to evaluate plan and performance of education sector as 

the sector was reported as one of the high performing sectors for the period covered 

from 2010-2014. 

           Table 19:  Key performances in education sector 

N

o  

Item  Baselin

e  

  Plan and performance during strategic period 

Year  2010 2011 2012 2013 2014 

1 Net enrolment (1-8) 78.80 Plan  83.10 87.30 91.50 95.80 100 

Performance  85.30 84.20 84.80 86.00 86.80 

2 Net new enrolment 

(grade 1) 

66.30 Plan  73 79.70 86.40 93.30 100 

Performance  87 87.7 91 97.90 96.20 

3 Primary schools 

construction 

10,742 Plan  11196 11650 12105 12559 13014 

Performance  11381 11729 12060 12792 13346 

4 Students passed 

grade 12 exam 

27,557 Sat for exam  35566 46408 42244 45959 43647 

Passed (%) 73.98 73.65 85.25 89.42 90.35 

         Source: Finance and Economic Development (2016) and Bureau of Education (2016) 

According to this table, there is great improvement in net enrolment of primary 

education (1-8) as compared to baseline performance (78.80%) at the beginning of GTP 

I (2009) to 85.30% (2010), 84.20%(2011), 84.80%(2012), 86%(2013) and 

86.80%(2014) showing that regional government has managed to increase net 

enrollment of the primary level during the strategic period as commitment to make 
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more children beneficiaries of the primary level education. Despite the meaningful   

increment in net enrollment, none of the projected targets were achieved during the 

strategic period in this regard. 

As far as new entrants (grade one) is concerned, there is significant improvement as 

compared to baseline data (66.30%) at beginning of the strategic period to 87%, 

87.70%, 91%,97.90% and 96.20% respectively from 2010-2014 and in all the cases 

performance was greater that strategic target except for the last year of the strategic 

period. Another point consider to have improved net enrolment and new entrant was 

significant increase in number of primary school built which have been steadily 

increasing through five years covered by strategic period ranging from 2010 to 2014 

and all performances are more than what was planned except for year 2012 where 

performance is slightly less than plan. 

As to target entrance to preparatory level, performance of regional state shows that 

24.20% of students who took 10th grade exam were able to join at the beginning of GTP 

I  planned to achieve target pass of 32.20% at the end of strategic period and performed 

39.20%  implying that performance far above the target set for strategic period. 

Concerning the proportion of 12th

3) Managing for result in  Health Service  

 grade students to join university the achievement 

shows that from those students who sat for national exam 73.98%(2010), 

73.65%(2011), 85.25%(2012), 89.42%(2013) and 90.35%(2014)  were able to pass and 

join tertiary education. Furthermore, the regional government has planned to increase 

target University entrants from 78.80% at the beginning of GTP I (2009) to 87% at the 

end of GTP I (2014) and managed to achieve 90.40% performance implying that very 

great majority of students in the region who take university entrance exam join 

university.  

Health service is another key social development program and the delivery of quality 

health services is central to improving the health status of the population which in turn 

uplift production and productivity of citizens and act as engine for high performance at 

all front of campaign against poverty and backwardness. In this regard, some 

performance indicators pertaining to health services are presented to triangulate 
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secondary and primary data; as well as to shed light on further discussion about high 

performance public organizations in the next chapters. 

          Table 20: Basic Health Service Indicators  

No  Key indicators Baseline  Actual Performance per year  Regiona
l target  

National 
target  2010 2011 2012 2013 2014 

1)  Basic health 

services centers 

(%) 

88 90 92 94 96 96 100 100 

2)  Family planning 

services (%) 

58 62 63 59 65 68 75 65 

3)  Infant 

immunization 

(%) 

93 87 94 97 93 96 98 90 

4)  Skilled birth 

attendant (%) 

 8 16 17 48 72 75 60 

Source: Bureau of Finance and Economic Development (2016) & Bureau of Health (2016) 

According to this table Oromia Regional State has increase the coverage of basic health 

service centers from 88% in baseline year to 90%(2010), 92%(2011), 94%(2012), 

96%(2013& 2014) which both national and regional target at the end of GTP I 

(2014/2015) was 100% implying that the target set for basic health coverage was not 

met despite significant improvement as compared to the baseline year. 

 Another core task in health service is increasing the coverage of family planning  

which was 58% at the beginning of GTP I(2009) and managed to increase to 

62%(2010), 63%(2011), decreased to 59%(2012), increased to 65%(2013), 68%(2014) 

that was above national target but shortfall of regional target set for the strategic period. 

In addition to this, the infant immunization service was 93% at the beginning of GTP I, 

decreased to 87% in the year 2010, increased to 94% in 2011 and 97% in 2012, 

decreased to 93% in 2013 and raised to 96% in 2014 with ups and downs during the 

strategic period leading to lower performance as compared to regional target. However, 

this achievement (96%) is more that national target (90%) set for infant immunization.  

In terms of the proportion of births attended by skilled health professionals, the region 

has managed to increase the service to 8% (2010), 16% (2011), 17% (2012), 48 %( 

2013) and 72 %( 2014). This achievement reveals that the regional government has 
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managed to consistently and significantly increase the coverage of the proportion of 

births attended by health professionals and it is far higher than the national target (60%) 

though it’s a bit lower than regional target (75%). 

 

                         Chart 10: Planned and Achieved Key Performances 
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Source: Bureau of Finance & Economic Development and Bureau of Health (2016)    

According to this chart pre-delivery four rounds health care service or antenatal care 

service (ANC-4) which has great contribution to maternity death was planned to rise 

from 20% at the baseline year to 80% at the end of strategic period but performed 65% 

which is far below expectation.  

Furthermore, Oromia Regional State has planned to increase onetime antenatal health 

care services from 73% to 95%, postnatal health care service from 35% to 80%, 

planned to decrease maternal mortality from 676 mothers per 100,000 to 263 mothers 

per 100,000, to decrease child mortality rate from 76 per 1000 live births to 31 per 1000 

live births. The actual performance of regional government on the other hand shows 

100% performance on antenatal health care coverage, 100% on postnatal health 

coverage, 420 per 100,000 women on maternal mortality which was lower than national 

target (267 per 100,000 people) as well as regional target (263 per 100,000 people) and 

44 per 1000 people performance on child mortality during the strategic period implying 

that regional government has achieved its target for onetime pre-delivery  antenatal and 



223 
 

postnatal health care, but unable to achieve the target for decreasing maternal mortality 

rate and child mortality rate. 

Furthermore, Oromia Regional State has planned to minimize under Five Mortality 

Rate (per 1000) from  123 at beginning of GTP I (2009) to  28  at the end of GTP I( 

2014/2015)  but managed to perform  64 per 1000 implying that performance of 

regional government is lower that expectation. 

                    Table 21: Selected Macroeconomic Performance 

No  Indicators  Target and actual performance  of key macroeconomic indicators 

  Baseline Target   Actual 
performance 

National target  

1)  GDP (average) 11.20 11.70 10.10 11.70 

2)  Per capita (USD) 337 700 691 698 

3)  Gross Saving (%) 11.10  16.50 21.20 15 

4)  Poverty head count (%) 28.7 22 23.40 22.20 

             Source: Bureau of Finance and Economic Development (2015) 

According to some macroeconomic performance of regional state indicated in this table, 

Oromia Regional State has planned to maintain average growth of regional GDP at 

11.70 in harmony with national target but managed to perform 10.10 implying that 

actual performance was less than baseline rate of growth and the target set for strategic 

period. Though the projected GDP target was not met at the end of GTP I period, 

double digit average economic growth demonstrates fast and sustainable growth   

Concerning per capita in the region, regional government has planned to improve $ 337 

at the beginning of GTP I to $ 700 at the end of strategic period similarly with national 

target, the actual performance status reveals that the region has managed to achieve $ 

691 implying that target performance was less that target. However,   great 

improvement in per capita as compared to baseline strengthen  and shed light on  

country’s vision to be among the lower middle income ($ 1000 per capital ) at the end 

of 2025.  

On top of that Oromia Regional State has planned to increase domestic saving from 

11.10% at the beginning of GTP I (2009/10) to 16.50% at the end of GTP I (2014/2015) 
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but managed to achieve 21.20% implying that regional government has achieved the 

target for improving domestic saving which is considered as an important engine for 

increasing investment and overall economic growth and development.  

Furthermore, Oromia Regional State has planned to reduce poverty head count from 

28.70% at the beginning of GTP I ( 2009) to 22% at the end of GTP I (2014/2015) but 

achieved 23.40% which illustrate that the region has brought significant change in terms 

of decreasing poverty  but such performance was below what was planned to be 

achieved. 

                  Table 22: Economic Sectors Development and Share in GDP  

No  Sector  Plan and achievement in growth 

rate 

Plan and achievement share 

of GDP  

Low case 

scenario 

High 

case 

scenario 

Actual 

performa

nce 

Planned 

contribution 

of each 

sector in 

GDP 

Actual 

contributio

n of each 

sector in 

GDP 

1)  Agriculture sector 

growth (%) 

9.80 14.40 8.5 56.4 57.4 

2)  Industry sector 

growth (%) 

19.60 21.90 13.6 11.6 10.4 

3)  Service sector 

growth (%) 

12.80 13.10 10.70 32.0 32.2 

 Regional economic 

growth 

11.70 15.00 10.10 100 100 

 

             Source: bureau of finance and economic development (2015) 

In light of regional plan and performance incorporated in this table, Oromia Regional 

State had two case scenarios namely; (1) low case scenario in which agriculture sector, 

industry sector and service sector were planned to grow by 9.80%, 19.60% and 12.80% 

respectively (2) high case scenario where agriculture sector, industry sector and service 

sector were planned to grow by 14.40%, 21.90% and 13.10% respectively.   

However, actual performance elucidates that agriculture sector; industry sector and 

service sector have grown by 8.50%, 13.60% and 10.70% respectively on average 
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implying that regional performances in the three categories of sectors were below low 

case scenario despite sustainable improvement during strategic period. 

 On top of that Oromia Regional State has planned the contribution of each economic 

sector to be agriculture (56.40%), industry sector (11.60%) and service sector (30%) 

while actual performance reveals 57.40% agriculture sector, 10.40% industry sector and 

32.20% service sector. According to this analysis the share of agriculture in GDP 

wasn’t decreased as planned; the share of industry sector wasn’t increased as expected 

and the share of service sector wasn’t decreased as planned which has led to 10.10% 

economic growth though low case scenario was 11.70%. 

Thus, the aforementioned analysis under ‘managing for result’ as high performance 

governance   based on secondary data pertain to the first GTP with special reference to 

sectors reported as high performance and key macroeconomic performance at high 

performance governance (Macro-level) stipulates that Oromia Regional State has 

achieved more than projected target on some indicators, up to projected target on some 

and underperform on other indicators.  

As the major concern of managing for result by government is not performance of each 

target but the orientation and approach government has followed during the strategic 

period holds water as high performance governance is a matter of building enable 

system and management practices. 

Accordingly, analysis of the regional government’s managing for result strategy 

demonstrates (1) introducing the three phase management namely; preparation phase, 

implementation phase and evaluation phase  

(2) incorporating managing for result as integral part of all management functions (3) 

implementation of institutional reform to improve public sector performance such as 

BPR, BSC, Development army, ICT, Citizen charter (4) integrating local need with 

national growth and transformation plan (5) introducing check and balance to ensure 

vertical and horizontal accountability (6) conducting evaluation-based training (7) 

introducing three monitoring and support system namely ; monitoring and support by 

reporting, monitoring and report by supervision and monitoring and support by joint 

evaluation of performance vis-à-vis what was planned (8) introducing scaling up best 

practices strategy to improve overall performance (9) advocating community 
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participation  in development, peace, good governance, and democracy (10) advocating 

development army concept in society such as army of natural resource conservation, 

women development army, education quality development army, Small and Micro 

Enterprise development army, Public Service Transformation Army (10) introducing 

capacity building system (11) recognizing high performance as ‘ development heroes’,  

etc are set as operational guideline and agreed cabinet level. 

 In an attempt to solicit beneficiaries’ opinion on overall perceived performance of 

regional government concerning the status of managing for result, 16.80 % of 

respondents rated high and very high, 48.80 % replied medium and the remaining 

34.40% of respondents reported low performance with mean 2.86 and standard deviation 

of 0.767.  In light of this primary data, majority of respondents have evaluated the status 

of managing for result as medium level followed by low level of performance which was 

twice of those who reported high and very high. This result pertains to with mixed 

performance of regional government (i.e. good on some indicators and under 

performance on other indicators). 

5) Capital and infrastructure management 

 Public property management is the management of public property, equipment, tooling 

and physical capital assets that are acquired and used to build, repair and maintain end 

item deliverables and render services and it involves the processes, systems and 

manpower required to manage the life cycle of all acquired property as defined above 

including acquisition, control, accountability, responsibility, maintenance, utilization 

and disposition (Ethiopian Federal Government Procurement and Property 

Administration Proclamation No.649/2009). 

According to Soota (2008, p. 8), public sector project is aimed at promoting economic 

growth and industrialization, promote equitable redistribution of income and wealth, 

promote balanced regional development, smoothen the process of growth and 

development  and so on. Furthermore, Ingraham (2007, p. 58) stipulates that the 

objective of capital and infrastructure management is to ensure high performance while 

reducing cost overruns and delays by setting goals and performance objectives and 

closely monitoring the project to completion. Accordingly, public capital management  

requires government to conduct thorough analysis of future needs, monitor and evaluate 
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projects throughout their implementation and conduct appropriate maintenance of 

capital assets  implying that capital planning, project management and public asset 

maintenance are the three basic components of public capital management(ibid, p.60).  

Furthermore, the extent of service demands by citizens and the level of government 

spending on capital projects necessitate a good capital management system owing to the 

fact that citizens’ demand for high quality service is very high and   public capital 

project demands huge amount of public resources. 

Accordingly, long-term comprehensive capital planning enables a government to better 

budget its scarce resources over time because capital needs and service demands often 

require more resources than are available so that managers must compare competing 

capital requests and choose which projects to include in the capital plan. As to the public 

capital project management it involves managing the project’s scope to fine the goals, 

manage human resources involved in a project effectively, manage communications, 

manage time by planning and meeting schedule, manage quality so that project results 

are satisfactory, manage costs so that project is performed at the minimum possible cost 

and within the budget (Soota 2008, p. 20). 

In relation to public asset maintenance which is also an important component of capital 

management requires good information systems and regular, comprehensive condition 

assessments to determine the status of assets, the cost of maintaining them in good 

condition, and the financing available to pay for the maintenance needs. 

Public capital and infrastructure management as in all other public affairs where citizens 

and government should work hand in hand to achieve the desired result requires public 

participation at the time of project planning, project implementation and project 

maintenance. This is so important because citizens play an important role in the capital 

planning and budgeting processes helping governments determine service needs, educate 

citizens, and reduce citizens’ distrust of government through participative approaches, 

such as holding decentralized public hearings throughout the community, conducting 

public opinion surveys, providing greater access and input to public databases, and 

appointing citizens to capital planning and evaluation committees. 

So, public capital and infrastructure management requires Oromia Regional State and its 

machineries to conduct condition assessment of public building, public streets, 
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establishing public asset inventory management system, and building government 

capacity to with respect to public capital and infrastructure management comprising of 

capital management capacity and information system to capture adequate information 

about the status of public capital investment.  

Public property management or public capital management or public infrastructure 

management in accordance with Ethiopian Federal Government Procurement and 

Property Administration Proclamation No.649/2009 also involves public asset 

acquisition, use and maintenance, management of public property, protection and 

preservation of public property and disposal of public property. 

In this regard, proper public capital and infrastructure management system drives high 

performance and ensure development and good governance but poor public asset 

management causes poor economic performance and poor governance. Therefore, each 

public body shall ensure that property at its disposal is properly handled, used and where 

necessary, disposed off. 

According to oromia regional state, capital budget was growing by 39.3% on average 

and increased from 2.21 billion Birr in 2009/10 to 11.64 billion Birr at the end of GTP-I 

indicating that huge amount of money is being allocated to ensure long term 

development though identifying the status of public capital and infrastructure 

management is the concern of this dissertation as one components of high performance 

governance practices in the region. 

In this regard,  public capital and infrastructure  management practices of Oromia  

Regional Government was reported by 15.50 % of respondents as high and very high, 

49.60 % of respondents stated that performance  government’s performance was 

medium and the remaining 34.90% of respondents   low level of performance with mean 

2.83 and standard deviation of 0.740. This entails that the proportion of respondents who 

valued government’s public capital and infrastructure management practices as low is 

more than twice of those who evaluated government’s performance as high and very 

high.   

Furthermore, analysis of the primary data collected through open-ended section of the 

questionnaire reveals that low quality of development projects, poor project 
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management such as poor follow up during construction, crime done on public property 

starting from the time of property acquisition and awarding contract, poor contract 

management, collapse of capital projects without giving any service, lack of timely 

maintenance for public infrastructure such as road which deny pregnant women  to reach 

hospital timely and also disallow social interaction and marketing  , lack of maintenance 

is leading different projects to stop functioning , unnecessary delay in accomplishing 

development projects as per schedule, approving and launching public project without 

thoroughly scrutinizing all aspects of the project and forced to stop in meantime or 

exposing government to incur more costs than expected, promising big to construct huge 

infrastructure but failure to deliver as promised and this emanates problem at planning 

stage, practices of disposing the used public assets are sluggish and it is leading to huge  

wastage etc were mention with regard to the problem in public capital and infrastructure 

management. 

Generally, analyses of data concerning high performance core management functions 

(i.e. human resource management, public financial management, change management, 

managing for result, public capital and infrastructure management) is reported as  high 

and very high by 16.20% of beneficiaries, rated as medium by 49.55%  and low 

performance by 34.33%  with mean 2.85 and standard deviation of 0.757 implying that   

cumulative performance of regional government regarding high performance core 

management function is nearly medium and  hasn’t yet equated with   citizens’ 

expectations. 
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Table 23:  Core Management Functions Correlations 

Core management 

functions 

Test and 

correlations 

Improving 
regional 
human 

resource 
managemen

t 

improving 

public 

financial 

management 

improvin

g change 

manage

ment 

improving 
informatio

n 
technolog

y 
managem

ent 

improving 
performanc
e 
manageme
nt(manage
ment for 
result) 

improving  
Public 
capital and 
infrastructur
e 
management 

Improving regional 

human 

resource 

management 

 

Pearson 

Correlation 
1 .994** .988** .994** .981** .977** 

Sig. (2-tailed)  .000 .000 .000 .000 .000 

N 748 748 748 748 748 748 

improving public 

financial 

management 

 

 

Pearson 

Correlation 
.994** 1 .995** .995** .982** .978** 

Sig. (2-tailed) .000  .000 .000 .000 .000 

N 748 748 748 748 748 748 

improving change 

management 

 

 

Pearson 

Correlation 
.988** .995** 1 .991** .982** .976** 

Sig. (2-tailed) .000 .000  .000 .000 .000 

N 748 748 748 748 748 748 

improving 

information 

technology 

management 

 

 

Pearson 

Correlation 
.994** .995** .991** 1 .975** .977** 

Sig. (2-tailed) .000 .000 .000  .000 .000 

N 748 748 748 748 748 748 

improving 

performance 

management(mana

gement for result) 

 

 

 

Pearson 

Correlation 
.981** .982** .982** .975** 1 .966** 

Sig. (2-tailed) .000 .000 .000 .000  .000 

N 748 748 748 748 748 748 

improving public 

asset 

management(Capit

al and 

infrastructure 

management) 

 

 

 

 

Pearson 

Correlation 
.977** .978** .976** .977** .966** 1 

Sig. (2-tailed) .000 .000 .000 .000 .000  

N 
748 748 748 748 748 748 

**. Correlation is significant at the 0.01 level (2-tailed). 
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According to the above correlations table, improving human resource management has a 

very strong positive correlation with public financial management(r=0.994), change 

management (0.998), improving information technology management(r=0.994), 

managing for result(r=0.981) and improving public capital and infrastructure 

management(r=0.977) and the whole correlations are statistically significant. Secondly, 

public financial management has a very strong positive correlation between public 

financial management with public sector strategic change management(r=0.995), 

improving information technology management(r=0,995), improving managing for 

result(r=0.982) and improving public capital and infrastructure management(r=0.978) 

with statistically significant correlations between each bivariate. Thirdly, improving 

public sector change management has very strong positive correlation with improving 

information technology management (r=0.991), improving managing for result 

(r=0.982) and improving public capital and infrastructure management(r=0.976) and the 

correlations are statistically significant in all cases. Fourthly, improving information 

technology management has very strong positive correlation with improving managing 

for result(r=0.975) and public capital and infrastructure management(r=0.977) and the 

correlations are statistically significant. Finally, there is very strong positive correlation 

between improving managing for result and public capital and infrastructure 

management(r=0.966) and the correlations are statistically significant.   

Generally, all the six high performance governance core management functions have 

very high positive correlations which are also statistically significant implying that an 

increase in one high performance core management function variable is associated with 

an increase in the other core high performance core management functions and a 

decrease in one high performance core management function is associated with a 

decrease in the other management functions. 

4.2.4. Analyzing Government’s Commitment and Capacity 

According to Beer (2009, p. 79) high commitment high capacity comes from nowhere 

but from system and culture developed over a number of years. Political commitment is 

crucial in formulating and successfully implementing public policy, strategy, programs 

and plans. This commitment could encompass expressed commitment, institutional 



232 
 

commitment and resource commitment which jointly fuel the pace of socio-economic 

development.   

With regards to usefulness of commitment for high performance, Kinlaw, Kehinder and 

Coe (2007, p. 1) stress that sustained superior performance occurs, most of all, because 

people are committed to do their level best all of the time. Furthermore, Steiss (2003, p. 

1) also stipulate that political commitment at all levels ranging from local leadership up 

to a country’s highest political level results in  effective responses to socio-economic 

needs of society. 

As to the significance of government capacity for high performance UN (2008, p. 4) 

depicts that governance and public administration capacities are essential for sustainable 

development in political, economic, social and environmental contexts, particularly at 

three different yet interrelated levels of action such as (1) at the systems level, 

governance and public administration capacities are needed to design and develop 

institutions, processes and policies (2) at organizationally, capacity development ensures 

the establishment of effective networks, teams and functional communities (3) at the 

individual public servant level, capacity-building and development rely on effective 

leadership, career development and professional human resources management, 

responsiveness to community organizations and individual citizens, and active 

professional associations and functional communities of practice which requires 

building aligned capacity at and among various levels from macro to micro. 

According to capacities of developmental state (1) strategic orientation referring to 

development strategy and programmes based on high growth rates, restructuring of the 

economy and socio-economic inclusion (2) ideational capacity dealing with  leadership 

in defining a national vision and mobilizing society to take part in its implementation, 

with effective systems of interaction with all social partners (3) organizational capacity 

referring to state structures and systems that facilitate the realization of a set agenda, 

with appropriate macro-organization of the state  (4) technical capacity which is 

concerned with  translation of broad objectives into programmes and projects and 

capacity to ensure implementation, with proper training, orientation and leadership of 

the public service . 
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Thus, high capacity high commitment government is able array and harness national, 

regional and local resources to achieve the desired result. In this regard, beneficiaries’ 

reflection on the status of government commitment and capacity to deliver the promise is 

presented and analyzed as follows: 

           Table 24: Regional Government’s Level of Commitment and Capacity 

No Variables   Government commitment & 

capacity performance rate  

   

Mean 

 

SD 

N Very 

high (5)  

High 

(4)  

Medium  

(3) 

Low  

(2) 

Very low 

(1) 

1.  Regional 

government’s 

commitment to lift 

up citizens from 

poverty 

748 
44 147 381 174 2 

3.076 

 

 

0. 818 

% 
5.90 19.70 50.90 23.30 0.30 

2.  Regional 

government’s 

regulatory 

capacity to 

establish and 

enforce rule of law 

748 

12 116 318 288 14 

2.765 

 

 

0.790 

% 
1.60 15.50 42.50 38.50 1.90 

3.  Regional 

government’s 

administrative 

capacity 

748 
13 125 327 268 15 

2.80 

 

0.798 

% 
1.70 16.70 43.70 35.80 2 

4.  Regional 

government’s 

technical capacity 

748 

14 115 330 274 15 

2.785 

 

 

0.793 

% 1.90 15.40 44.10 36.60 2 
5. Regional 

government’s 
extractive capacity 
to raise resources 
for  development 
programs  

748 

11 120 331 270 16 

2.786 

 
 
 
 
0.788 

% 
1.50 16 44.30 36.10 2.10 

  
Average  capacity % 

1.68 15.90 43.65 36.75 2.00 
2.784 

0.792 

          Source: Organized by researcher; 2016 
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1) Regional government’s commitment to improve citizens’ livelihood  

Citizens need government to uplift their livelihood and lead them towards better life by 

designing proper policy, strategy, program and projects as well as implementing them 

with strong discipline. According to Fox (2011, p. 19), political commitment 

encompasses what governments say (expressed commitment), what policies 

governments establish (institutional commitment) and what they invest (budgetary 

commitment). Accordingly, political commitment, expressed in politicians’ speeches 

and public discussions, about development, peace, democracy and good governance 

can affect citizens’ knowledge, attitudes and beliefs about the regime. 

In this regard, the table reveals that 25.60% of respondents stated that government’s 

level of commitment to improve citizens livelihood   was high and very high, 50.90 % 

respondents stated that government’s commitment was medium, and the remaining 

23.60% explained that the commitment of regional government is low and very low 

with mean 3.076 and standard deviation of 0.818 implying that beneficiaries who 

participated in the study have valued the status of government commitment to improve 

their livelihood as medium.   

2) Status of regional government’s regulatory capacity 

Regulatory capacity as the way in which the state regulates economic and social 

activities and in which it monitors and promotes adherence to the rules; or the ability to 

establish and enforce the rules to guide or regulate societal  behaviors (Boadi 2004, p. 2) 

Accordingly, regulatory governance can be considered as the hallmarks of democratic 

governance encompassing designing, implementing and enforcing proclamations, rule 

and regulations and directives that set the framework through which public service 

activities and development endeavors are guided.   

Regarding their experience on government’s regulatory capacity, 17.10% of 

respondents mentioned high and very high, 42.50 % mentioned medium capacity and 

the remaining 40.40 % reported low regulatory capacity with mean 2.77 and standard 

deviation 0.79 showing that majority of respondents have weighed government level of 

regulatory capacity as medium. Consequently, respondents’ reservation in ascertain the 
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level of government’s regulatory capacity can affect the lawfulness or peace and order 

in the region.  

3) Status of Administrative Capacity 

Heichlinger, Thijs and Bosse (2015, pp. 33-34)  identify building blocks of 

administrative capacity as strategic planning and evidence-based management, building 

appropriate administrative structures, promoting management of partnerships with 

different crucial actors or key stakeholders, result-orientation, capacity to tackle rent-

seeking and corruption ,   user/customer orientation, management of resources, process 

management, optimization and re-engineering of business process for continuous 

improvement and so on. Accordingly, administrative capacity can foster good 

governance, building of trust and strengthening social capital. Vividly, administrative 

capacity facilitates the successful implementation of development strategies by 

instituting efficient and effective structures or administrative machineries to produce 

high performance.  

 In connection with the status of perceived regional government’s administrative 

capacity 18.40 % of beneficiaries reported high and very high, 43.70 % confirmed 

existence of medium administrative capacity, and the remaining 37.80 % reported   low 

and very low administrative capacity with mean 2.80 and standard deviation of 0.798. 

 The comparison of the two extremes (i.e. high and low) the proportion of those who 

reported low administrative capacity(37.80%) is twice of those who proclaimed 

government’s administrative capacity as high(18.40%) which assert significant number 

to respondents are not convinced with existing regional government’s administrative 

capacity. 

4) Status of regional government’s Technical capacity 

Technical capacity pertains to knowledge and skill required to make and implement 

technical decisions such as the ability to implement policies of government with 

minimum slippage which is a key requisite for sustainable development, capacity for 

policy formulation, implementation, monitoring and evaluation and taking corrective 

measure, provision of public service  based on knowledge and skill (Boadi 2004, p. 3).  

As formulating wide-ranging public policy and strategic initiative as well as landing 

intended policies and strategies to ensure public benefit at greater scale demands the 
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fitting level of knowledge and skills, technical capacity is nitty-gritty for high 

performance.   

 When asked to rate technical capacity of regional government machinery to formulate, 

implement, monitor and evaluate public policies and strategies, 17.30% of respondents  

reported high and very high; 44.10% reported medium and the remaining 38.60%  of 

respondents  reported low and very low status of technical capacity with mean 2.79 and 

standard deviation of 0.793 implying that perceived technical capacity is reported as 

medium by majority of respondents followed by low level of capacity which is more 

than twice of those who reported high and very high status. 

5) Status of regional government’s extractive capacity 

Implementation of public policy, strategy, programs and plans demands resources that 

will be generated from right source and allocated according to right public priority 

which in turn requires government to raise sufficient public revenue from sustainable 

sources.  

  Moore (2008) taxation is the matter of state-building which he broadly describes as 

increasing the capacity of governments to interact constructively with societal interests, 

to obtain support and resources from those interests, and to pursue consistent lines of 

action. Bräutigam (2008) also recognizes significant role of taxation in state building, 

and describes state-building as the process of increasing the administrative, fiscal and 

institutional capacity of governments to interact constructively with their societies and to 

pursue public goals more effectively. According to these two authors, public revenues 

generated through consensual taxation and state’s dependence on widespread base of 

domestic taxpayers for revenue generation are the bases for representative democracy, 

good governance, building state capacity and legitimacy of the state. 

According to Fukuyama (2013, p. 7), government’s extractive capacity deals with 

capacity to extract public revenue on one hand and  tax extraction provides resources 

that enable the government to operate in other domains such as implementing socio-

economic development initiatives.  

Thus, the capacity to design and collect sufficient amount of domestic revenue has 

economic, social, political and good governance implication, which in generally has 

sovereignty implication.   
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In this regard, 18.10% of respondents stated that extractive capacity of regional 

government is high and very high, 44.30% reported that government’s extractive 

capacity was medium, and the lasting 38.20% reported low and very low level of 

performance with mean 2.79 and standard deviation of 0.788 showing that majority of 

respondents are perceiving regional government’s extractive capacity as medium and 

followed by those who evaluated as low and very low performance though the amount 

of tax revenue generated by the regional government has been increasing from year to 

year during the period of GTP I(2009/10-2014/15). 

 Finally, the overall perceived commitment of regional government is rated as high and 

very high by 25.60 % of respondents, medium by 50.90 % of respondents and low and 

very low by 23.60 % of respondents with  mean 3.08 and standard deviation of 0.818.  

On the other hand, the overall perceived performance capacity of  regional government 

is reported as high and very high by 17.58 % of respondents, medium by 43.65 % of 

respondents and low and very low by 36.75 % of respondents with mean 2.78 and 

standard deviation of 0.792. Though the mean of government’s commitment or 

motivation (mean =3.08) is rated positively than its overall capacity (mean=2.78) to 

implement socio-economic development both commitment and capacity of regional 

government to realize broad policy and strategy goals are lower than expected (i.e. green 

threshold or > 4.00).  

According to Nick (2001, p.304) motivate government (i.e. whose commitment is 

perceived as good) but incapable (i.e. whose implementation capacity is perceived as 

low) is subjected to medium state capture, high administrative corruption, little 

administrative competency and challenged to realize transformation. 
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Table 25: Relationship among Versions of Government’s Capacity 

 
 
Versions Of Government Capacity 

Status of 
regional 
governmen
t's  
commitme
nt to uplift 
people 
from 
poverty 

Status of 
regional 
governmen
t's 
regulatory 
capacity to 
establish 
and enforce 
rule 

Status of 
regional 
governme
nt’s 
administra
tive 
capacity 

Status of 
regional 

government’
s Technical 

capacity 
such as 

expertise 
and 

knowledge 

Status of 
regional 
government
’s extractive 
capacity to 
raise the 
revenues 
needed by 
the state 

Status of regional government's  
commitment to uplift people 
from poverty 

Pearson 
Correlation 

1 .553** .577** .568** .569** 

Sig. (2-tailed)  .000 .000 .000 .000 

N 
748 748 748 748 748 

Status of regional government's 
regulatory capacity to establish 
and enforce rule 

Pearson 
Correlation 

.553** 1 .941** .963** .960** 

Sig. (2-tailed) .000  .000 .000 .000 

N 
748 748 748 748 748 

Status of regional 
government’s administrative 
capacity 

Pearson 
Correlation 

.577** .941** 1 .978** .980** 

Sig. (2-tailed) .000 .000  .000 .000 

N 
748 748 748 748 748 

Status of regional 
government’s Technical 
capacity such as expertise and 
knowledge 

Pearson 
Correlation 

.568** .963** .978** 1 .978** 

Sig. (2-tailed) .000 .000 .000  .000 

N 
748 748 748 748 748 

Status of regional 
government’s extractive 
capacity to raise the revenues 
needed by the state 

Pearson 
Correlation 

.569** .960** .980** .978** 1 

Sig. (2-tailed) .000 .000 .000 .000  

N 
748 748 748 748 748 

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

According to this correlations table, regional government’s commitment has moderate 

positive and statistically significant correlation with government’s regulatory 

capacity(r=0.553), administrative capacity(r=0.577), technical capacity(r=0.568), and 
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extractive capacity(r=0.569) indicating that increase in government’s commitment is 

associated with increase in regional government’s capacities. 

Secondly, there is very strong and statistically significant positive correlation between 

regulatory capacity of regional government with administrative capacity(r=0.941), 

technical capacity(r=0.963) and extractive capacity(r=0.960) of Oromia regional state. 

Similarly, there is very strong and statistically significant correlation between regional 

government’s administrative capacity with technical capacity(r=0.978) and extractive 

capacity of regional government(r=0.980). Finally, there is also a very strong and 

statistically significant correlation between technical capacity and extractive capacity 

(r=0.978) of regional state. Therefore, improvement in one type of regional 

government’s capacity is associated with an increase in another type of regional 

government’s capacity. 

4.2.5. Analyzing Public Trust on Government Bodies 

As per the national and regional constitution, government bodies comprises of 

legislative, judiciary and executive organs and the nucleus of all organs is serving 

citizen. Accordingly, they are expected to exercise their constitutional mandates 

complying with all the existing legal frameworks to maximize public interest.  

Therefore, citizens’ level of trust on these government organs is an explanation of the 

status of service they provide on daily basis and built gradually.  

Public trust in government is achieved by competent governmental practices and 

policies (Veal and Clark 2011, p. 12). According to Bianco (1994, p. 12), constituents 

want their representative to take actions that are consistent with their preferences across 

policy outcomes-their preferences with respect to results which ultimately breed public 

trust. In this regard, the status of demand side trust on government bodies is presented 

and analyzed below: 
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                    Table 26:  Public Trust on Government Organs  

No Government 

bodies   

 Trust rate  on government bodies   

Mean 

 

SD 
n Very 

high (5)  

High 

(4)  

Medium  

(3) 

Low  

(2) 

Very low 

(1) 

1. Public trust on 

public service 

748 10 114 258 350 16 
2.67 

 

0.806 % 1.30 15.20 34.50 46.80 2.10 

2. Public trust on 

justice system 

748 19 60 215 436 18 
2.50 

 

0.782 % 2.50 8.00 28.70 58.30 2.40 

3. Public trust on 

cabinet 

performance 

748 29 71 273 354 21 

2.60 

0.842 

% 3.90 9.50 36.50 47.30 2.80 

4. Public trust on 

Caffee Oromia 

and local councils  

748 32 139 320 252 5 

2.92 

 

0.846 
% 

4.30 18.60 42.80 33.70 0.70 

       Source: Organized by researcher; 2016 

1) Public trust on public service 

A well-functioning public service is the heart of government by acting as both public 

policy advisors and policy implementers. In effect, professionalizing public service can 

practically bridge citizens and governments and hastening the implementation of public 

policies and strategies to maximize citizens’ benefits. This can happen when public 

service upholds public service values.  

Kenneth Kernighan (2003) categorizes public service values comprising of ethical vale, 

democratic value, professional value, and people (human) value. National Association of 

Schools of Public Affairs and Administration (2009, p. 2) conceptualizes this public 

service values as “pursuing the public interest with accountability and transparency” 

(democratic values); “serving professionally with competence, efficiency, and 

objectivity” (professional values); “acting ethically so as to uphold the public trust” 

(ethical values); and “demonstrating respect, equity, and fairness in dealings with 

citizens and fellow public servants” (human values). 

On top of that professional civil service according to Adebabay Abay (2011, p. 5) is 

characterized by acting as policy advisors and implementers, putting citizens’ interest 
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first, fostering result-orientation, striving for excellence, deeply believing in change, 

life-long learning, team work, and avoiding rent-seeking.  

Thus, Transforming bureaucracies from government to governance involves the 

acceptance of certain democratic principles such as accountability, openness, 

transparency, integrity, corruption-free, and high performance standards 

(Bowornwathana 2006, pp. 667–680) pointing out that public service system is the 

leading light for government who is committed to transform its citizens through high 

performance and secure public trust. 

As far as public trust on public service system of Oromia Regional state is concerned in 

terms of upholding public service values and earning public trust the above table reflects 

that 16.50% of respondents reported high and very high, 34.50% of respondents reported 

medium, and the remaining 48.54 % of respondents mentioned that the status of public 

trust on civil service system is low and very low with mean 2.67 and standard deviation 

of 0.806 

This reveals that the proportion of respondents who reported low and very low is nearly 

half of the entire respondents and three times of those who reported high and very high 

trust on civil service system.  From this, it is deduced that public trust on civil service 

system was weaker while it should have been very stronger to foster high performance 

and strengthen public-government relationship as the case in democratic developmental 

state. 

2) Public Trust on Justice System 

A Well-functioning legal and judicial systems are critical to economic growth and 

poverty reduction in market economies as  they define the rules by which markets 

function,   provide a means to resolve disputes, protect economic and social rights, and 

hold governments accountable for their actions(World Bank 2005, p. 1). 
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Accordingly, predictable, accessible, affordable, and fair or honest   justice system is 

paramount in terms of democracy, good governance, peace, socio-economic 

development and political stability for realization of the mission of democratic 

developmental state.  To this end, comprehensive judicial reform strategies addressing 

all aspects of reform— independence, accountability, court efficiency and performance, 

access and affordability and alternative dispute resolution mechanisms, and well-trained 

professionals. 

In this regard, the table demonstrates that 10.50% of respondents participated in this 

dissertation reported high and very high public trust on justice system, 28.70% rated the 

status of their trust as medium, and the remaining 60.40% stated that public trust on 

justice system of Oromia Regional State was low and very low with mean 2.50 and 

standard deviation 0.782. 

 Comparing the two extremes, the proportion of respondents who reported low and very 

low (60%) was about six times of those who reported high and very high (10%) 

implying performance of regional government according to majority of respondents 

couldn’t satisfy beneficiaries and it is rated at low level.  

 Furthermore, respondents who reported low trust on public service mentioned that 

regional government is not offering the services citizens want and government is 

offering services of low quality implying that omission of what should have been done 

to satisfy public interest on one hand and commission of error or doing correct thing in 

the wrong way are the two major causes of distrust.  

3) Public trust on cabinet 

The executive organ of the government is expected to design policies, strategies, 

programs, projects and packages and implements them by mobilizing all development 

actors to array along broad socio-economic development objectives. Furthermore, 

cabinet passes directives and decisions under the jurisdiction of the executive organ that 

has greater implication for public life. Accordingly, cabinet structure can make or break 

the nation as the higher organ of executive body and hence  
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The essence of representative democracy is the accountability of the government (or 

cabinet or executive or administration) to the legislature (Laver and Shepsle 1996).  

Hence, they are expected to be in the heart of its people by their promises and deeds to 

get mass support to move policies and strategies forward. 

People living in parliamentary democracies typically think of "the government" of their 

country in terms of the cabinet because (a) it is the cabinet that symbolizes the apex of 

political responsibility (b) it is the cabinet that is expected to guide affairs of state by 

making and overseeing the implementation of policy on important issues (c) t is the 

cabinet that is expected to react to and deal with major crises and emergencies (4 it is the 

cabinet whose survival is on the line at election times as voters  can pass judgment on 

the cabinet. 

In this context, the above table reveals 13.40 % of respondents’ rate public trust on 

cabinet as high and very high, 36.50 % replied medium status of trust and the remaining 

50.10% stated that public trust on their cabinet was low and very low in Oromia 

Regional State  with mean 2.60  and standard deviation of 0.842. 

Accordingly, the proportion of respondents who reported low and very low all together 

(50%) was nearly 3.74 times of those who reported high and very high (13%) level of 

trust on the cabinets indicating that majority have evaluated the status of their cabinet 

performance as low. 

4) Trust on public representatives 

Citizens have strong stake in performance of their representatives as representation 

function, law making function and oversight function have direct impact on the fate of 

the country and its people’s development. According to Diamond, L. (2007, p. 1), trust 

between citizens and their government officials and elected representatives is a vital 

element of a well governed society which requires transformation in the nature of 

governance, so that public officials are truly required to serve the public good. In this 

regard, trust on public representatives of Oromia Regional State reveals that 22.90 % of 

beneficiaries reported  high and very high, 42.80% rated trust on public representatives 

on  medium status and the remaining 34.40% of respondents reported  low and very low 

with mean 2.92 and standard deviations of 0.846. In addition to separate analysis of 
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public trust on each government body, the following chart is developed for comparing 

the status   of trust on these bodies. 

Chart 11: Summary of Public Trust on Government Organs 
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80
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Low
Mean
SD

High 16.5 10.5 13.4 22.9 16.5

Medium 34.5 28.7 36.5 42.8 35.63

Low 48.9 60.7 50.1 34.4 48.53

Mean 2.67 2.5 2.6 2.92 2.67

SD 0.806 0.782 0.842 0.846 0.819

Trust on public 
service

Trust on Justice 
system

Trust on Cabinet
Trust on public 
representatives

Total tust

                Source: primary data (2016) 

According to this chart, comparison of public trust shows that majority of respondents 

have rated low concerning public trust on public service(48.90%), justice 

system(60.70%) and cabinet (50.10%)  while majority have reported public trust on 

public representatives as medium status of trust(42.80%). Concerning the aggregate 

trust, majority (48.53%) of the respondents have shown distrust with mean 2.67 and 

standard deviation of 0.819. Putting them in declining order of public trust it can be 

stated as (1st) public trust on representatives, (2nd) public trust on public service, (3rd) 

public trust on cabinet and (4th

 

) public trust on justice system implying that trust on 

justice system is the lowest of all even with less deviation from the mean (SD=0.782) as 

compared to others though trust on anyone government organ is not promising and 

needs further improvement.   
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               Table 27: Relationship of Public Trust on Government Organs 

 public trust on 

civil service 

system 

public trust 

on justice 

system 

Public trust 

on cabinet 

Public trust on 

public 

representatives, 

Caffee Oromia and 

local councils 

public trust on civil 

service system 

Pearson Correlation 1 .607 .648** .547** ** 

Sig. (2-tailed)  .000 .000 .000 

N 748 748 748 748 

public trust on 

justice system 

Pearson Correlation .607 1 ** .538 .377** ** 

Sig. (2-tailed) .000  .000 .000 

N 748 748 748 748 

Public trust on 

cabinet 

Pearson Correlation .648 .538** 1 ** .590** 

Sig. (2-tailed) .000 .000  .000 

N 748 748 748 748 

Public trust on 

Caffee Oromia and 

Local councils 

Pearson Correlation .547 .377** .590** 1 ** 

Sig. (2-tailed) .000 .000 .000  

N 748 748 748 748 

              Correlation is significant at the 0.01 level (2-tailed) : source: primary data (2016) 

 
According to this correlation table trust on public service has positive, moderate and 

statistically significant correlation with public trust on justice(r=0.607), public trust on 

cabinet (r=0.648) and public trust on public representatives, Caffee Oromia and local 

councils(r=0.547). Furthermore, there is positive, moderate and statistically significant 

correlation between public trust on justice system and public trust on cabinet(r= 0.538) 

while there is positive, moderate, and statistically significant correlation between public 

trust on justice system and public trust on public representatives, Caffee Oromia and 

local councils(r=0.377). Finally, there is a positive, moderate and statistically significant 

correlation between public trust on cabinet and public trust on public representatives, 

Caffee Oromia and local councils (r=0.590). According to this analysis trust on public 

institutions is positively correlated implying that an increase in trust on one public 

institution is related with increase in trust on another public institution. 
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4.2.6. Kinds of Public Trust  

According to OECD (2017, p. 16) trust is usually understood as “holding a positive 

perception about the actions of an individual or an organization”. As Bouckaert (2012) 

cited in OECD (2013, p.6) illustrates trust in government is analyzed at three levels; 

namely macro-level trust relates to political institutions and the functioning of 

democracy; meso-level trust relates to policy making or the ability of governments to 

manage economic and social issues, and to generate positive expectations for future 

well-being and finally at micro-level which refers to the impact of government on 

people’s daily lives through service delivery. Furthermore, it is also explained in OECD 

(2012, p.5) that the three levels of trust interact and a significant lag in trust at one level 

may affect trust at other levels and influence policy outcomes implying that the effort to 

strengthen trust need to reinforce synergies across each of these different spheres.  

With regard to the types of public trust, Blind (2006, p. 20) categorizes them as 

competency trust, procedural trust, economic trust, social trust, technological trust and 

moral trust.  

 In this regard, the current dissertation assesses public trust on regional government of 

Oromia which is the cumulative trust of the three levels of trust (i.e. macro, meso and 

micro level trust) by evaluating perceived trust as follows. 
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Chart 12: Kinds of Public Trust 
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1) Status of competency trust 

Virtanen, T. (2000) cited in Bowman, J.S. ,  West, J.P., and  Beck, M.A. (2009, p.6), 

distinguishes five competence areas in public administration comprising of (a) task 

competence that deals with performance of the task on hand, (b) professional 

competence in subject area which stresses on task mastery (c) administration 

competence that centers on execution of public policy, (d) political competence referring 

to value or ideology and interest and possession of power and (e) ethical competence 

dealing with conforming to moral values. 

In this context, competency enables government to deliver what has been promised   to 

be a high performing government and the level of competency held by government and 

its institutions is one of the drivers of public trust on government. Citizens evaluate 

government’s competency trust based on their perception of how service providers 

understand proclamations, to what extent do public servants understand working 
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manuals, examining decision making power of government and its machineries and so 

on.   

As far as Oromia Regional State is concerned, the status of competency trust on public 

institutions in the region is reported as very high (6.6%), high (18%), medium (38.2%), 

low (36.50%) and very low (0.70%) by  beneficiaries with mean (2.93) and standard 

deviation of (0.911) implying that the status of competency trust is reported by more 

proportion of respondents as medium and closely followed by those who rated it at low 

level which can be said   mixed level of public trust  in government competency.   

2) Status of procedural trust 

When a government is transparent its citizens (and other observers) can see its inner 

workings—its processes, procedures, budgets, priorities, plans, and decision-making 

strategies (Clark, C. &  Veal, D.T.(eds.) ; 2011:29) and this is an implication for 

ensuring  good governance. Therefore, streamlined service delivery system implemented 

by public organization is another driver of public trust in government.  

As to procedural trust in service delivery of Oromia Regional State according to the 

above chart, 6.60 % of respondents replied very high, 18% reported high, 38 % reported   

medium, 36.80 % reported low and the remaining 0.10 % stated perceived procedural 

trust in regional government service as low with mean 2.95 and standard deviation of 

0.905. Putting this in another way, the perceived procedural trust in Oromia Regional 

State is reported as high and very high by 24.60% of respondents, medium (38%); as 

well as low and very low by nearly 37% implying that the proportion of respondents 

who haven’t developed confidence in transparency, fairness and lawfulness of service 

delivery procedure in Oromia Regional State is very high. 

3) Status of Performance trust(economic trust) 

According to Blind, P. K. (2007, p. 20) economic trust pertains to effectiveness and 

efficiency of economic development and striving to represent the interests of 

constituencies. Accordingly, performance trust is high when implementation of public 

policy and strategy produces meaningful socio-economic outcomes such as increase in 

per capital income, minimize unemployment rate, minimize inflation, and improve 

production and productivity, increase social development such as education and health, 
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ensure accessibility and quality of public infrastructure , and so on which generally 

drive citizens’ trust on government. 

According to beneficiaries’ perceived evaluation of economic trust in Oromia, 6.4% 

reported very high, 18.30%  reported high, 38.20% reported medium, 36.50% reported 

low and the remaining 0.50 % of respondents reported very low perceived performance 

or economic trust in Oromia Regional State with mean 2.94 and standard deviation of 

9.07. Accordingly 24.70% of respondents have strong trust, 38.20% % have moderate 

trust and the remaining 37 % of respondents have weak trust (distrust) in economic 

performance of Oromia Regional State implying that great proportion of beneficiaries 

in the region have either moderate trust or distrust in effectiveness and efficiency of 

economic performance in the region in terms of service public good. 

4) Status of social trust 

As Bourdieu (1985, p. 248) cited in Francisco Herreros (2004, p.15) defines social 

capital as aggregate of real or potential resources that are associated to the possession of 

a durable network of more or less institutionalized relations of mutual recognition. 

Accordingly, social trust is high when diversity is properly accommodated and when 

quality and quantity of social interaction is so high to cement society. With regard to 

Ethiopia in general and Oromia in particular, building social capital is decisive for 

creating one political and one economic society. Thus, strengthening overall social trust 

demands strengthening the linkage social capital which goes up and down along social 

ladder, bonding social capital which focuses on strengthening already existing social 

relationships, and bridging social capital  that promote social interaction between 

heterogeneous group such as accommodating diversity in religion , ethnicity and culture.  

Concerning the advantage of social trust, Rothstein (2011, p. 168) asserts that  social 

trust is essential  to establish socially efficient formal institutions like the rule of law, 

impartial civil services and incorrupt public administrations. 

In an attempt to identify the status of social trust in Oromia region, 7.60 % of 

respondents reported very high, 20.70% reported high, 40.10 % reported medium, 

31.30% reported low and the remaining 0.30% reported very low level of social trust 

with mean 3.04 and standard deviation of 0.914. Accordingly, 28.30 % of respondents 

believe that social trust is strong, 40.10% perceive that social trust is moderate and the 
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remaining 31.60% have shown distrust on the status of social capital in Oromia Region 

indicating that majority of respondents have evaluated at moderate level. 

5) Status of technological trust 

According to Blind, P. K. (2007, p. 21) technological trust emanates from adopting 

technological innovations to make government more efficient, inclusive and accessible 

to the citizenry, such as e-government and e-participation with emphasis on   

technological democratization. 

Consistent with this,  opinion of beneficiaries reported to this study concerning the 

status technological trust, 6.0 % reported very high trust, 18.70 % declared high trust , 

38.10 % asserted medium trust, 36.40% reported low trust and the remaining 0.80 %  

reported very low with mean 2.93 and standard deviation of 0.905. Thus, technological 

trust in Oromia Regional State is reported as strong , moderate and weak by 24.70%, 

38.10% and 37.20% respectively implying that great proportion of respondents have 

reported their trust on the status of technology utilization either as moderate or weak 

status. 

According to interview result with professionals and leaders of Oromia Information 

Communication Development Agency, the prevailing problems in the region with 

respect to ICT utilization  and hence reduce trust directly or indirectly  are: 

 Resistance to comply with ICT system (commitment  to status quo) 

 Frequent interruption of power  and network  

 Lack of momentum in utilization of ICT 

 Low understanding about political, economic, social advantage of  ICT 

 Rent seeking attitude  as  ICT make government to operate in sunshine instead of 

closed system   

 Poor handling of ICT professional  (lack of giving credit for professionals) 

 Less access to education opportunity  such as 2nd

 High Leadership turnover in which ICT utilization stops when committed leaders 

leave position  

 degree for ICT professionals  

 Lack of  trust by leaders and public servants on ICT or  exaggerating its risk  

 Lack of cooperation between leadership and employees in implementing ICT in 

their organization 
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 Lack of independent ICT structure at zone, city and district level  since  ICT 

structure  exists only in Zone and City Public Service and Human Resource 

Development Offices 

6) Status of moral trust 

According to Blind, P. K. (2007, p. 20) moral trust is built when government and public 

organizations showing genuine concern for the public good by adhering to consistency 

between their words and deeds and emphasis on ethics and morality of public entity.  In 

this regard, moral values consist of adhering to generally accepted values, constitutional 

values, professional values and organizational values viewing moral value an engine that 

drives high performance as it determines the pace of cultural transformation and fosters 

internal energy to achieve more.  On top of this, moral values shape service providers to 

think in terms of citizens’ benefit and unleash own energy to transform the nation out of 

poverty. 

As reported by beneficiaries who participated in this study, 6.0 %  revealed very high, 

18.70 % reported high, 37.40 % reported medium, 36.90 % reported low and the 

remaining 0.90 % reported very low status of moral trust in how Oromia Regional State 

and all other public entities promises and deliver on their promises with mean 2.92  and 

standard deviation of 0.910. Therefore, 24.70% of respondents have strong trust; 37.40% 

of respondents have shown moderate or average trust and the rest 37.80% of respondents 

displayed distrust   on the status of integrity in public entities in Oromia.  

 Finally, the overall trust level on performance of regional government and its 

machineries on average clarifies that  6.53 % of beneficiaries reported  very high, 18.83 

% reported high,  38.33 % reported medium, 35.73 % reported low and the remaining 

0.55 %  evaluated as low level of average trust on performances of public entities in 

Oromia Regional State with mean 2.95  and standard deviation of 0.909.   Therefore, it 

is reported that the overall public trust in performance of Oromia Regional State is 

strong, moderate (average) and weak status of performance by 25.36 %, 38.33 % and 

36.28 % of respondents respectively. 

Specifically, comparison of the status of public trust dimensions showed that public trust 

range from highest to lowest as social trust (mean=3.04), procedural trust (mean =295), 

economic trust or performance trust (mean= 2.94), competency trust (mean= 2.93), 
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technological trust (mean= 2.93) and moral trust (mean= 2.92) in this order with only 

social trust which is above the overall trust and procedural trust equals to overall trust 

though none of the status of public trust is strong and convincing.   

               Table 28: Relationship among Public Trusts 
 Status of 

Competenc
y trust   

Status of 
Procedural 
trust   

Status of 
Performance 
trust 
(economic trust)   

Status of Social 
trust   
(social capital 
building) 

Status of 
Technolog
ical trust   

Status of 
Moral 
trust   

Status of 
Competency 
trust   

Pearson 
Correlation 1 .966** .983** .911** .943** .910** 

Sig. (2-tailed)  .000 .000 .000 .000 .000 

N 748 748 748 748 748 748 

Status of 
Procedural 
trust   

Pearson 
Correlation .966** 1 .972** .927** .954** .935** 

Sig. (2-tailed) .000  .000 .000 .000 .000 

N 748 748 748 748 748 748 

Status of 
Performance 
trust(economi
c trust)   

Pearson 
Correlation .983** .972** 1 .915** .950** .916** 

Sig. (2-tailed) .000 .000  .000 .000 .000 

N 748 748 748 748 748 748 

Status of 
Social trust 
(social capital 
)   

Pearson 
Correlation .911** .927** .915** 1 .883** .873** 

Sig. (2-tailed) .000 .000 .000  .000 .000 

N 748 748 748 748 748 748 

Status of 
Technological 
trust   

Pearson 
Correlation .943** .954** .950** .883** 1 .951** 

Sig. (2-tailed) .000 .000 .000 .000  .000 

N 748 748 748 748 748 748 

Status of 
Moral trust   

Pearson 
Correlation .910** .935** .916** .873** .951** 1 

Sig. (2-tailed) .000 .000 .000 .000 .000  

N 748 748 748 748 748 748 

**. Correlation is significant at the 0.01 level (2-tailed); Source: primary data ; 2016 

According to the correlation tables for types of public trust, competency trust has 

positive, very strong and statistically significant correlation with procedural 

trust(r=0.966), performance or economic trust(r=0.983), social trust(r=0.911), 

technological trust(r=0.943) and moral trust(r=0.910). Secondly, procedural trust has 

positive, very strong and statistically significant correlations with performance or 

economic trust(r= 0.972), social trust(r=0.927), technological trust(r=0.954) and moral 

trust(r=0.935). Thirdly, economic trust has positive, very strong and statistically 
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significant correlation with social trust(r=0.915), technological trust(r=0.950) and 

moral trust(r=0.916). Fourthly, social trust has positive, very strong and statistically 

significant correlation with technological trust(r=0.883) and moral trust(r=0.873) and 

finally there is positive, very strong and statistically significant correlation between 

technological trust and moral trust(r=0.951). Generally, all the correlations among the 

types of public trust are positive, very strong and statistically significant revealing that 

increase in one type of public trust is associated with increase in another public trust in 

similar direction. 

 Regarding government –wide service delivery problems that derail service and growth 

mindset thereby government performance, discussion with Standing Committee of 

Caffee Oromia revealed: 

 Low trust on democratic developmental paradigm declared by government 

 Poor utilization of human resource of the region such as weakness in deployment 

alignment 

 Poor handling of human resource in the public sector such as lack of establishing 

accountability for result 

 Weak consensus in the public organizations(internal division or internal politics) 

or lack of cohesive bureaucracy  

 Failure to implement scientific and strategic leadership; engaging in micro-

management and campaign  activities instead of being available at office and 

serving citizens 

 Failure to build and sustain strong system that stands on its foot than relying on 

individual leaders with great man or woman mentality.  

 Failure to build employees capacity; especially frontline public servants who can 

make real difference 

 Lack of focus for some sector in terms of budget, human resource and facilities. 

“…. Hence; political leaders who are assigned to less focused sectors do not 

consider themselves as political leaders”  

  Rent-seeking attitudes and practices that disregard citizens benefit 
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 Poor governance of various types such as lack of meaningful participation ; weak 

compliance with rule of law, weak transparency, lack of efficiency and 

effectiveness ,etc 

 Provision of forged report(false report)  and forgery academic certificate that 

keeps incapable politicians and public servants in office   

 Less willingness to cooperate with standing committee  such as less willingness 

in receiving and implementing feed-back given by standing committee 

Furthermore, response given to open-ended questions regarding regional government-

wide strengths and weaknesses towards building high performance stipulates improved 

strategic planning, improved public engagement with government, Communicating  

policy and strategy to citizens, improved access of public service and launching public 

sector reform as strengths. Nonetheless, existing gaps in the regions as barrier to build 

and sustain high performance governance system as qualitative response discloses: 

 poor deployment alignment (human resource is not assigned based on 

profession) 

 low attention to lower level  administrative hierarchies in providing education 

opportunity   

 great difference from sector to sector in engaging citizens 

 promise more than the government can deliver and failure to live the promise 

 lack of leadership competency and commitment 

 rent-seeking attitude and practices in recruiting leaders and public servants; as 

well as in running government functions 

  low quality of public service due to poor service attitude 

 shortage of public servants 

 wastage of time pretending to timeless and  endless meeting 

 chasing  perdiem than for serving citizens 

 misuse  or abuse of authority by public officials etc as main gaps 

Thus, qualitative and quantitative data analysis depict that   regional government-wide 

systems are designed and core management functions are in place but such systems and 

management functions are generally being constrained by limitations in leadership 

quality, human resource quality, public sector system quality, public sector-citizens 
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partnership quality and sustainability of public results or benefits which is quite different 

from sector to sector as explicitly stated by respondents on their response to 

questionnaires and interview. Therefore, it is decisive to separately analyze perceived 

performances of ‘high and low’ performance public sectors against high performance 

factors to describe the status of high performance in those sectors, determine magnitude 

and direction of relationship, as well as determine explanatory power of high 

performance factors.       
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5. CHAPTER FIVE: COMPARATIVE ANALYSIS OF ‘HIGH AND 

LOW’ PERFORMANCE   PUBLIC SECTORS AGAINST HIGH 

PERFORMANCE ATTRIBUTES 

New expectation of constituents and beneficiaries, new programs and new technologies, 

increasing scope of services provided by government all mean new approaches and 

priorities in the public sectors needs to perform at high level. Accordingly, government 

agencies in most of the cases are under constant pressure to increase their efficiency, 

effectiveness, responsiveness, pressure for increased transparency and accountability in 

the way that government conducts its operations which requires public sectors of all 

kinds to continuously improve themselves in response to the challenges confronting 

them (Immordino, K.M.  2013, p. 2). Farazmand, A. (2007) explains: 

The need to reform a civil service system arises when these central 

features— structure, process, and culture or values—are either outdated, 

have become sluggish and inefficient and lack vibrant dynamics, are 

inflicted by corruption, or are resistant to changes that are demanded or 

imposed by external as well as internal forces, pressures, and 

expectations. The inability to adapt by a civil service system to changing 

conditions of governance and administration—both internally and 

externally—raises an urgent need for reform and transformation in the 

system, so as to respond to the dynamics of change of the time (pp. 232) 

In order to create and sustain high performance organization, Oromia Regional State has 

implemented comprehensive public sector reform initiatives such as BPR, BSC, 

Citizens’ Charter, Public Sector Change Army and ICT  which requires fertile ground to 

grow and supporting environment to sustain their implementation to harvest the desired 

fruit  and it is the concern of this dissertation to identify performance of high performing 

and low performing public sector based on high performance variable.   

Kaplan, R.S. and Norton, D.P. (2000, pp 7-16) articulated five basic principles of the 

strategy-focused organization. They argue that strategic execution is (1) part of each 

employee’s job, (2) requires continual focus and process, and (3) must be driven by 

leadership as an ongoing change initiative. In addition, two of the keys to achieving 
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strategic goals are to (4) translate strategy into operational terms, and, most important 

for this discussion, (5) align the organization’s cultural practices and policies with 

strategy. Thus, analyzing the status of public sectors performance requires holistic 

approach concerning the status of their leadership quality, human resource quality, 

service delivery system quality, citizens-public sectors partnership quality and public 

service quality.     

Therefore, this chapter deals with answering research questions 2, 3 and 4 listed as 

follows respectively: 

Q2: What is the status of ‘high’ and ‘low’ performing public sectors in terms of high 

performance parameters such as leadership quality, organizational system quality, public 

service quality, human resource quality and citizens-public sector partnership quality    

in Oromia Regional State as perceived and rated by respondents? 

Q3: What is magnitude and direction of correlation between high performances factors 

as applied for   public organizations in Oromia Regional State? 

Q4: How well does sets of high performance factors such as leadership quality, 

organizational system quality, public service quality, human resource quality and 

citizens-public sector partnership quality  are able to predict organizational performance 

in Oromia Regional state? 

Furthermore, the chapter also focuses on testing the 1st, 2nd and 3rd research hypothesis 

stated as follows:  

H1:  High performance public organizations attributes such as Leadership quality,  

organizational system quality, public service  quality, human resource quality,  and 

citizens- public sector partnership quality significantly vary between ‘high’ and ‘low’ 

performing public sectors  in Oromia Regional State. 

H2: 

H

There is positive correlation between high performance factors in public sectors of 

Oromia Regional State 

 

3: High performance factors such as Leadership quality, organizational system quality, 

public service quality, human resource quality, and citizens- public sector partnership 
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quality make significant unique contribution to organizational performance in public 

sectors of Oromia regional State. 

5.2.1 Leadership Quality 
According to (DeWaal, 2010), management in an HPO, maintains trust relationships 

with people on all organizational level by valuing employees’ loyalty, treating smart 

people with respect, creating and maintaining individual relationships with employees, 

encouraging belief and trust in others, and treating people fairly, coaching employees to 

do more, accountable for result and make genuine decisions.   

In light of this, the current study analyzes leadership quality based on the status of (a) 

Leadership performance on inculcating organizational foundations such as mission, 

vision, core values and strategy to human resource in their organizations. As Nair, M. 

(2004, pp. 68- 72) and Rohm, H. (2008, p. 5) assert mission, vision and values as 

organizational foundations that drive the entire success of an organization. To this end, 

innovative leaders inspire, encourage, and galvanize followers to come up with new and 

better ways of doing things with their vision, and they persist in supporting the common 

vision in the face of challenges; as well as empower and show confidence in their 

followers, and further gain the commitment and support of their followers in the pursuit 

of achieving broader organizational goals, through communication, honesty, and mutual 

trust (Cochran, J. P. 2014, p. 38). In the words of Burns, J. (2002) cited in (ibid, p.53) as 

well, leaders are the glue that bound the organization together and contribute for great 

success. Thus, the current study analyze the extent of leadership quality in (A) 

inculcating organizational foundations (i.e. mission, vision, values and strategy) to drive 

high performance.      

 (B) Leadership Attributes as criteria to evaluate the extent of leadership quality   

focuses on the extent of internal dedication or personal qualities that constitute effective 

leadership which fall into three broad categories: who leaders ARE (values, motives, 

personal traits, character); what leaders KNOW (skills, abilities, traits); and what leaders 

DO (behaviors, habits, styles, competencies) referred to us The ARE-KNOW-DO 

approach to leadership (Ulrich, D., Zenger, J. , Smallwood, N. (1999, p. 4). Thus, the 

current study has analyzed leadership quality in high performing and low performing 

public sectors based on the extent of work done by leaders in streamlining 
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organizational foundations in their organization and the extent of leadership internal 

dedication to create and sustain high performance culture in their institutions. 

              Table 29:  Descriptive statistics (Organizational Foundations)   

No  Organi

zationa

l status    

Variable  Scale     

V.H 

(5) 

High 

(4) 

Medium 

(3) 

Low 

(2) 

V.L 

(1) 

Mean  SD 

A  Organizational foundations  % % % % %   

1 High   Clarity of organizational  
mission to human resource 

24.67 41.11 24.79 4.77 2.65 3.80 0.953 

Low  18.18 33.64 23.64 10.91 13.64 3.32 1.277 

2 High   Clarity of organizational 
vision to human resource 

20.69 40.05 30.77 5.84 2.65 3.70 0.949 

Low  14.55 32.73 27.27 13.64 11.82 3.25 1.213 

3 High  Power of organizational 
vision to motivate HR 

18.83 35.81 33.16 8.49 3.71 3.58 1.008 

Low  10 23.64 34.55 13.64 18.18 2.94 1.229 

4 High  Clarity of organizational 
values  

16.18 42.44 31.83 7.16 2.39 3.63 0.920 

Low  6.36 30.91 32.73 19.10 10.91 3.03 1.096 

5 High  Power of organizational 

value to motivate for HPO 

13.53 38.99 36.34 7.43 3.71 3.51 0.946 

Low  9.10 20.91 36.36 18.18 15.45 2.90 1.173 

6 High  Clarity of organizational 

strategy to human resource 

13.53 45.35 31.83 7.43 2 3.61 0.877 

Low  11.82 20 40 16.36 11.82 3.03 1.149 

7 High  Power of organizational 

strategy to motivate HR 

12.47 39.52 36.07 8.75 3.18 3.49 0.931 

Low  9.10 19.10 30.91 20.91 20 2.76 1.234 

8 High   Focus on  mission, vision, 

values & strategy foundations 

22.02 41.15 23.61 7.16 1.10 3.81 0.897 

Low  16.36 26.36 30 20 7.27 3.25 1.167 

High  Average  17.74 41.18 31.30 7.13 2.65 3.64 0.935 

Low  Average  11.93 25.91 31.93 16.25 13.64 3.06 1.192 

             Source: Organized by researcher (2016) 
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                     Table 30: T-Test for Independent Samples (Organizational Foundations) 

                      Source: Organized by researcher (2016) 

  

Organizational foundations   
Status  

Mean SD F t d. f Sig. (2-

tailed) 

Clarity of your organizational 

mission to employees in your 

organization 

High  3.80 .953 

23.248 3.697 146.158 .000 
Low  3.32 1.277 

The power of your organizational 

mission to motivate employees for 

high performance 

High  3.62 .969 

16.497 5.312 147.373 .000 
Low  2.92 1.279 

Clarity of your organizational 

vision to employees in your 

organization 

High  3.70 .949 

13.448 3.643 150.037 .000 
Low  3.25 1.213 

The power of your organizational 

vision to motivate employees for 

high performance 

High  3.58 1.008 

3.268 5.556 485 .000 
Low  2.94 1.229 

Clarity of your organizational 

values to employees in your 

organization 

High  3.63 .920 

2.373 5.768 485 .000 
Low  3.03 1.096 

The power of your organizational 

values to motivate employees for 

high performance 

High  3.51 .946 

4.374 5.018 152.686 .000 
Low  2.90 1.173 

Clarity of your organizational 

strategy to motivate employees for 

high performance 

High  3.61 .877 

4.031 4.864 148.018 .000 
Low  3.04 1.149 

The power of your organizational 
strategy to motivate employees for 
high performance 

High  3.49 .931 
17.085 6.685 485 .000 Low  2.76 1.234 

Extent of your organization’s 
focus on mission, vision, values 
and strategies 

High  3.49 .931 
17.085 6.685 485 .000 

Low 3.25 1.167 

Organizational foundation index 
(grand  mean) 

High  3.64 .931 
61.92 14.23 1367 .000 

Low 3.06 1.191 
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1)  Clarity of Organizational Mission to public servants 

An organization’s mission can be a powerful and positive force for organizational 

performance when they are clearly formulated to have high valence, communicated to 

and upheld by   invaluable organizational resource-public servants in the way to inspire 

human resource. According to Wright, B.E. and Pandey, S. K. (2007, p. 3), if higher 

mission valence such as employee perceptions of the   attractiveness of an organization’s 

purpose and general social contribution can increase an organization’s efficiency and 

effectiveness, then public managers could benefit by understanding and facilitating the 

conditions that are likely to enhance employee interest in their organization’s social 

purpose and contribution. 

In terms of clarifying organizational mission to public servants as revealed in the above 

table, leaders in high performance public organizations were ranked high and  very high 

by 65.78% respondents ,  medium status by 26.79% of respondents  ; as well as low and 

very low by 7.42% with mean 3.80 and standard deviation of 0.953.  

On the other hand, leaders in reported low performing public organizations were ranked 

high and very high by 51.82% of respondents ,  medium by 23.64% of respondents, as 

well as low and very low by 24.55%  with mean 3.32 and standard deviation of 1.277. 

Furthermore, the independent sample T-test also shows that the difference between high 

performing and low performing public sectors is statistically significant for t (146.158) 

= 3.697, P < 0.000 in relation to clarifying organizational mission to public servants in 

their respective institutions. Accordingly, leaders in high performing public 

organizations are performing more than leaders in low performing public organizations 

in communicating and strengthening mission valence. 

2) Clarity of organizational vision to public servants 

Public organizations are established to satisfy broad national, regional and organizations 

goals. This requires public sector leaders to show clear inspirations of their 

organizations to organizational communities in clear and concise manner.  According to 

Walz and Jim (2013, p. 31), accidents at sea can happen very quickly, and can be 

difficult to avoid unless actions are taken early enough on to steer clear of oncoming 

ships and other obstacles so that clarity in vision can drive the current reality into a new 

arena of possibilities. In this regard, clarity of vision enables an organization and its 
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people make safe journey towards intended destination. By the same token, clarifying 

the vision of public organization drawn from the country’s vision to be middle income 

country in 2017 strengthens alignment with the vision by showing clear picture of the 

future and enlightening personal contribution to research the desired state of being.   

In terms of clarifying their organizational visions to human resources in the public 

sector, leaders in high performing organizations were ranked as high and very high 

(60.74%) of respondents, medium (30.77%), low and very low (8.49%) of respondents 

with mean 3.70 and standard deviation of 0.949. On the contrary, leaders in low 

performing public organizations were ranked high and very high (42.27%), medium 

(27.27%), and low and very low (25.45 %) with mean 3.25 and standard deviation of 

1.213.Besides, there is statistically significant difference between leaders in high 

performing public sectors and low performing public sectors; t (150.037) = 3.643, P < 

0.000 in clarifying organizational vision to public servants in their organizations. 

3)  Power of Organizational Vision to Motivate Public Servants  

As public organizations are working for big missions, they should be conscious and 

smarter while setting their organizational vision since a vision that has no power to 

motivate organizational community towards high performance ends up with jeopardy. 

According to Pathfinder International (2007, p. 21), qualities of a vision are motivating 

and inspiring,  stretching boundaries of thinking and moving an organization towards 

greatness, clarity  and concreteness, defining and fitting within the highest values.   

According to Martin et al (2014, p. 3), formulating and communicating an inspiring 

shared vision is considered as fundamental practice of an exemplary leadership. In this 

regard, public sector leaders in reported high performing organizations in Oromia 

Regional State were ranked high and very high by 54.64%, medium by 33.16%  , low 

and very low by 12.20%  of respondents with average score of 3.58  and standard 

deviation of 1.008 in terms of setting a motivating vision to lead human resource 

towards high performance.  However, leaders in low performing public organizations in 

the region were ranked high and very high by 33.64% of respondents,  medium by 

34.55%, low and very low by 31.82% with mean 2.94 and standard deviation of 1.229. 
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 Conclusively, the difference between high performing organizations (Mean= 3.58 and 

S.D = 1.008) and low performing organizations (Mean = 2.94, S.D =1.229) concerning 

motivational power of organizational their visions as reported by public servants in their 

respective organizations is statistically significant for t (485) =5.556, P < 0.000. In this 

regard, leaders in high performing organizations were reported to be better than those in 

low performing public organizations in Oromia Regional State in setting inspiring 

visions within their mandate  

4) Clarity of organizational values to public servants 

In order to reach their destination and execute their missions, public sectors must have 

guiding principles or values which they communicate to human resources to enable them 

embrace and live those values. To this end, public sector organizations are more likely to 

employ individuals whose values and needs are consistent with the public service 

mission of the organization (Wright 2007, p. 1).  Furthermore, European Union (2014, p. 

27) elucidates that commitment from leaders, value-based management and value 

assurance mechanism by organizational leaders are key elements for successful 

integration of the values into, individuals, team or organization.  

On this line of analysis, leaders in reported high performing public sectors in Oromia 

Regional State were ranked high and very high by (58.62%), medium (31.83%), low and 

very low (9.55%) of respondents with mean 3.63 and standard deviation of 0.92 when 

leaders performance in terms of  clarifying organizational mission is evaluated.  

Conversely, leaders in reported low performing public organizations in the region were 

ranked high and very high (37.27%), medium (32.73%), and low and very low by 30% 

of respondents with mean 3.03 and standard deviation of 1.096 as far as leadership 

performance  in clarifying organizational values is concerned. 

As to the analysis of value clarity, the difference between leaders high performing public 

organizations (Mean= 3.63 and S.D = 0.92) and low performing public organizations in 

the region (Mean = 3.03, S.D =1.096) is statistically significant for t (152.686) =5.018, P 

< 0.000   in their performance to make organizational values to human resources in the 

same organizations. In this regard, leaders in high performing public organizations in the 
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region are better than leaders in low performing public organizations in effectively 

communicating their organizational values to public servant of their own organizations. 

5) Power of organizational values to motivate public servants 

Good organizational values are linked to organizational mission and vision to drive high 

performance by raising human resources’ level of thinking. In this regard; Barrett, R. 

(2006, p. 2) says “Values and behaviors drive culture; culture drives employee 

fulfillment, and employee fulfillment drives mission assurance, mission assurance drives 

customer satisfaction.” In addition to this (ibid 2006) stipulates the power of 

organizational values in deriving high performance when he speaks: 

Values stand at the very core of human decision making. When we work in 

an organization whose culture aligns with our personal values, we feel 

liberated. We are able to bring our full selves to work. We not only bring 

our energy, our creativity, and our enthusiasm, we also bring our 

commitment to the well-being of our associates and the success of the 

organization. Unleashing this energy is tantamount to liberating the 

corporate soul (p. 1) 

In terms of motivational power of organizational values, leaders in reported high 

performing public organizations in Oromia Regional State  were ranked high and very 

high ( 52.52%) , medium ( 36.34%)  and  low and very low by the remaining (11.14% ) 

of respondents with mean  3.51 and standard deviation of 0.946. On the other hand, 

leaders in reported low performing public organizations were ranked high and very high 

(30%) , medium ( 36.36% )  and  low and very low by 33.64% of respondents with mean 

2.90 and standard deviation of 1.173 

Evaluating powerfulness of organizational values set by leaders of respective category 

of organizations, the difference between leaders in high performance public 

organizations in Oromia(Mean=3.51 and SD=0.946) and low performance public 

organizations (Mean= 2.90 and SD= 1.173) is statistically significant for t (152.686) = 

5.018, P< 0.000. Accordingly, leaders in high performing public organizations in the 

region have performed better than leaders in low performing public organizations in 
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terms of setting powerful organizational values that unify and rally human resource 

towards high performance. 

6) Clarity of organizational strategy to public servants 

According to Subramanian, S.P. (2015, p.44) the vision and mission drive the 

formulation of organizational strategy, which defines how an organization will succeed 

in terms of objectives and goals and has a longer time horizon. Thus, organizational 

strategies are vehicles through which organizations move towards their promised and 

desired state. As successful implementations of strategies are determined by invaluable 

human resources, creating strategy focused organization through unreserved strategy 

communication by organizational leaders is vital. 

 In this context, leaders in reported high performing public organizations in Oromia were 

ranked high and very high (58.89%), medium (31.83%), and low and very low (9.28%) 

of respondents with mean 3.61 and standard deviation of 0.877; while reported low 

performing public organizations in the region were rated as high and very high 

(31.82%), medium (40%), and low and very low (28.18) with mean 3.03 and standard 

deviation of 1.149 in relation to leadership performance in making organizational 

strategy clear to public servants in their organizations. 

Concerning the extent of clarity of organizational strategy to human resource in their  

organization, the difference between leaders in high performance public organizations in 

the region (Mean= 3.61   and SD=0.877) and low performance public  organizations 

(Mean= 3.04 and SD= 1.149) is statistically significant for t (148.018) = 4.864, P< 0.000  

implying that leaders in high performance public organizations in the region  were more 

effective in communicating organizational strategies than leaders in low performing 

organizations in Oromia Regional State. 

7) Power of Organizational Strategy to Motivate Towards High Performance 

As organizational strategies determine the level of human resource thinking and 

performance,   they should be developed with thorough understanding of organizational 

mission and country-wide and regionally prioritized socio-economic developmental 

goals. In this regard, Johanson, J.E. (2009, p. 2) stipulates that strategy is about purpose, 
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direction and goals; and are as important in public sector organizations in which the role 

of top management is seen as pervasive in the formation of inspiring strategy. 

In terms of setting powerful organizational strategy, leaders in high performing public 

organizations were ranked high and very high ( 60%) , medium ( 36.07%) ,  and  low 

and very low by the remaining (11.94%) of respondents with mean 3.49 and standard 

deviation of 0.931. Nevertheless, leaders in low performing public organizations were 

ranked high and very high (28.18%), medium (30.91%), and low and very low (40.91%) 

of respondents with mean 2.76 and standard deviation of 1.234 

 As regards to motivational power of organizational strategy formulated by leaders, the 

difference between leaders in high performance public organizations in Oromia (Mean= 

3.49   and SD= 0.931) and low performance public organizations (Mean= 2.76 and SD= 

1.234) is statistically significant for t (485) = 6.685, P < 0.000 reflecting that leaders in 

high performing public organizations were performing better than those in low 

performing public organization in terms of quality of their organizational strategies to     

motive public servants and drive high performance. 

8) Focus on mission, vision, values & strategy   

Public organization should focus on what matter for citizens and country’s 

transformation. This requires public organizations to put their attention on 

organizational foundation throughout the service delivery process, focus on strategic 

foundations when allocating scarce public resources, focus on strategic foundations 

when supervising and supporting public sectors and evaluating their performance. It 

means that organizational foundations are languages of business for high performing 

public organizations. In this regard, Harrington, H.J. and Voehl, F. (2012, p. 1) elaborate 

that organizational alignment is a means for designing a catalyst for change that is more 

than superficial. 

In this regard, leaders in high performance public organizations were ranked high and 

very high (68.17%), medium (23.61%) and low and very low (8.22%) of respondents 

with mean score of 3.81 and standard deviation of 0.897. On the other hand, leaders in 

low performing public organizations were ranked high and very high (42.73%); medium 

(30 %); and low and very low (27.27%) with mean 3.25 and standard deviation of 1.167.  
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An assessment on the extent of organization’s concentration on their organizational 

foundations (mission, vision, values & strategy), the difference between leaders in high 

performance public organizations in Oromia (Mean= 3.81   and SD= 0.897) and low 

performance public organizations (Mean= 3.25 and SD=1.167) is significant for t (485) 

= 6.685, P < 0.05  confirming that  leaders in high performing public organizations were 

better than leaders in low performing public organizations in terms of focusing on 

organizational foundations. 

Conclusively, high performance organizations in Oromia were rated high and very high 

(58.92%), medium (31.3%), low and very low (9.78 %) with mean 3.64 and standard 

deviation 0.935. On the contrary, low performing public organization were rated high 

and very high (37.84%), medium (31.93%), and evaluated as low and very low (29.89%) 

with mean 3.06 and standard deviation of 1.202.  

Besides, there is statistically significance difference between means of leaders of high 

performing public organizations in Oromia (mean=3.64 and standard deviation=0.939 ) 

and low performing public organizations (mean= 3.06 and standard deviation= 1.191)  

for t(1367)= 14.227, p < 0.05  implying that leaders in high performing public 

organizations performing more than leaders of the low performing public organizations 

in the region  concerning strengthening organizational foundations(i.e. mission, vision, 

values and strategies) in their organizations. 

(B)  Leadership attributes  

 Leadership attributes comprises leadership motives, leadership competence and 

behavior to drive high performance pertains to the finest qualities of leadership and 

possession of inner resources of the spirit for high performance. In this regard, primary 

data were collected and analyzed concerning leaders in the reported high performance 

and low performance public organizations in Oromia region in the following manner. 
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              Table 31: Descriptive statistics (Leadership attributes) 

No  Status    Variable   Rate   Mean  SD 

5 4 3 2 1 

B)   Leadership Attributes % % % % % 

1 High  Commitment of leaders for 

quality culture 

10.34 38.45 37.93 10.10 3.20 3.43 .916 

Low  3.64 17.27 37.27 22.73 10.91 2.69 1.029 

2 High  Commitment of leadership for 
creating learning centered work 
environment  

13 27.85 39.52 14.85 4.77 3.29 1.034 

Low  5.45 15.45 33.64 29.10 16.36 2.65 1.115 

3 High  Readiness  of leadership for 

embracing & sustaining change  

9.81 34.22 41.64 12.73 1.59 3.38 .885 

Low  2.73 17.27 43.64 23.64 12.73 2.62 .983 

4 
High  Leaders as responsible 

institutional citizenship  

10.61 37.14 37.93 11.94 2.39 3.42 .925 

Low  3.64 21.82 31.82 23.64 19.10 2.67 1.126 

5 
High  Leadership acting as well-

informed  decision maker 

8.22 31.83 40.32 16.18 3.45 3.25 .941 

Low  6.36 16.36 32.73 29.10 15.45 2.69 1.115 

6 
High  Result orientation of leadership 11.94 42.44 35.54 7.69 2.39 3.54 .884 

Low  3.64 20.91 39.10 23.64 12.73 2.79 1.064 

7 
High  Coach  for high performance 10.61 37.14 40.05 9.81 2.39 3.44 .894 

Low  6.36 19.10 28.18 31.82 14.55 2.71 1.219 

8 
High  Leadership acting as Team 

player  

12.20 37.14 37.14 10.88 2.65 3.45 .933 

Low  7.27 18.18 35.45 26.36 12.73 2.81 1.200 

9 
High  Leadership as Life-long learner  8.75 31.56 38.20 14.85 6.63 3.21 1.026 

Low  3.64 18.18 32.73 28.18 17.27 2.63 1.194 

10 
High  Leadership Commitment for 

Technology  utilization 

8.5 35 43 11.9 1.6 3.37 .859 

Low 4.5 16.4 33.6 29.1 16.40 2.64 1.081 

11 
High  Leadership acting as 

Communicator    

17.77 38.20 34.22 7.96 2,12 3.61 .939 

Low  9.10  19.10 38.18 24.55 9.10 2.95 1.104 

12 High  Leadership Commitment for 

innovation  

8.22 32.10 45.89 11.41 2.39 3.32 .884 

Low  4.55 12.73 31.82 39.10 12.73 2.58 1.098 

13 High  Leadership as relationship 

builder 

10.61 37.93 40.32 8.75 2.39 3.46 .916 

Low  4.55 21.82 35.45 22.73 15.45 2.77 1.029 

High  Average  10.73   34.81 39.09 12.16 3.22 3.376 .92585 

Low  Average 4.90 18.25 34.48 27.62 14.20 2.704 1.1044 

                      Source: organized by researcher (2016) 
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 Table 32: Independent Samples Test (leadership motives) 

Descriptions of leadership 
motives 

Levene's Test for 
Equality of 
Variances 

t-test for Equality of Means 

F Sig. T df Sig. 
(2-

tailed) 

Mean 
Differen

ce 

Std. 
Error 

Differe
nce 

95% Confidence 
Interval of the 

Difference 

Lower Upper 
Commitment of leaders for 

quality culture 
2.401 .122 7.273 483 .000 .744 .102 .543 .945 

  6.826 163.02 .000 .744 .109 .529 .959 

Commitment of leadership for 
creating learning centered work 
environment  

1.690 .194 5.746 485 .000 .655 .114 .431 .880 
  

5.513 167.518 .000 .655 .119 .421 .890 

Readiness  of leadership for 

change  
.746 .388 6.532 485 .000 .643 .098 .450 .836 

  
6.168 164.031 .000 .643 .104 .437 .849 

Leaders motive as responsible 

institutional citizenship  
10.492 .001 7.024 485 .000 .741 .105 .534 .948 
  

6.309 154.37 .000 .741 .117 .509 .973 
Leadership acting as well-

informed  decision maker 
6.920 .009 5.268 485 .000 .561 .107 .352 .770 

  
4.802 157.071 .000 .561 .117 .330 .792 

Result orientation of leadership 4.115 .043 7.654 484 .000 .770 .101 .572 .967 
  6.923 155.701 .000 .770 .111 .550 .989 

Coach  for high performance 20.783 .000 7.160 482 .000 .765 .107 .555 .975 
  6.044 139.937 .000 .765 .127 .515 1.015 

Leadership acting as Team player  7.719 .006 6.201 482 .000 .678 .109 .463 .893 
  5.399 144.318 .000 .678 .126 .430 .926 

Leadership as Life-long learner  7.069 .008 5.312 481 .000 .622 .117 .392 .852 
  4.880 151.295 .000 .622 .127 .370 .874 

Leadership Commitment for 

Technology  utilization 
12.001 .001 7.393 485 .000 .732 .099 .538 .927 
  

6.527 151.396 .000 .732 .112 .511 .954 
Leadership acting as 

Communicator    
.404 .525 6.277 484 .000 .668 .106 .459 .877 

  
5.742 155.919 .000 .668 .116 .438 .897 

Leadership Commitment for 

innovation  
8.076 .005 6.739 485 .000 .684 .101 .484 .883 

  5.989 152.532 .000 .684 .114 .458 .909 

Status of your organization’s 
leadership in acting as 
relationship builder 

8.076 .005 6.739 485 .000 .684 .101 .484 .883 

  
5.989 152.532 .000 .684 .114 .458 .909 

     
         Source: computed from primary data (2016) 
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1) Leadership attribute related to  quality culture enhancement 

As Barclay, J. (2014, p. 1) explains, cultural transformation is an important issue and 

one that can bring about results, high performance, and excellence as well as quality 

experiences for people to overcome the disconnection, alienation and suffering  that 

plagues  organizational world. Accordingly, public organizations must be competent 

enough to meet certain quality standards when they implement public policy and 

strategy which in turn accrue public trust on their organizations. To this end, leadership 

commitment for instilling quality culture in their organization is the number one 

requirement; leaders’ motive to deepen quality culture   must shine above the horizon.  

In terms of their quality-oriented motive, leaders of high performing public sector in 

Oromia were ranked high and very high by ( 48.81%)  , medium ( 37.93%)  , and  low 

and very low by 13.26% of respondents (mean =3.43  and standard deviation= 0.916). 

Whereas, leaders in low performing public sectors in the region were ranked high and 

very high (20.91%), medium (37.27%), and low and very low (33.64%) of respondents 

(mean= 2.69 and standard deviation= 1.029).  

In addition, there is statistically significant difference between leaders of high 

performing public organizations in the region (Mean=3.43 and SD=0.916) and low 

performing public organizations (Mean= 2.69 and SD= 1.029) for t (483) =7.273, 

P<0.05.  Thus, leaders of high performing public organizations were reported to have 

performed more in instilling quality culture in their organizations than leaders of low 

performing public sectors.  

2) Leadership attribute in relation to creating learning-center environment 

(promote continuous learning) 

Public sectors comprises of human resources having different knowledge, skills, 

experiences, and attitudes which must be shared to foster sustainable professional 

development and creating and sustaining high performance organizations implying that 

knowledge management and organization development are  precursors of organizational 

performance.  
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According to McLean, G.N. (2005) the meaning and contribution of organization 

development which is continuous learning by an organization is stated as under: 

Organization development is any process has the potential to develop 

in an organizational setting enhanced knowledge, expertise, 

productivity, satisfaction,  interpersonal relationships, and other 

desired outcomes, whether for personal or group/team gain, or for the 

benefit of an organization, community, nation, region, or, ultimately, 

the whole of humanity ( p.24).  

Furthermore, leaders take responsibility for achieving organizational objectives by 

acting in accordance with their understanding of how individuals, teams, and 

organizational systems change (Leonard, H.S. et al. (eds.) 2013, p.2) 

In relation to leadership attributes towards creating a learning culture in their 

organizations, leaders of high performing public sectors in Oromia were ranked high and 

very high by (40.85% ),    medium ( 39.52%)  , and low and very low by 19.63% 

(mean= 3.29 and standard deviation = 1.034).  On the other hand, leaders of low 

performing public sectors in the region were ranked high and very high ( 20.91% ) , 

medium ( 33.64%)  , and low and very low ( 45.45% ) of respondents (mean= 2.65 and 

standard deviation=1.115) 

 In addition, there is significant difference between leaders of high performing public 

organizations (Mean= 3.29   and SD=1.034) and leaders of low performing public 

organizations in the region (Mean 2.65 and SD=1.115) for t (485) =5.746, P<0.05. In 

light of this analysis, leaders of high performing public sectors were more committed to 

create learning –centered environment in their organizations than leaders in low 

performing public sectors in Oromia. 

3) Leadership attribute towards embracing and sustaining change 

 Public organizations like all other organizations are in continuous change that can affect 

their human resource, their organizational policies and strategies, work culture, citizens 

preference  and  all organizational resources. Change agents who lead from the inside 

out appear in four metaphors: the change agent as a servant leader, the change agent as 

meaning-maker, the change agent as a continuous learner, and the change agent as 

principled integrator (Rusaw, A. C. 1998, p. 8) requiring public sector leaders to 
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embrace and lead sustainable transformation. In Oromia-Ethiopia, multifaceted 

transformation has been declared such as ensuring Ethiopian renaissance, growth and 

transformation plan, public sector reforms of various kind and so on which hinge on 

leadership  level of commitment to lead such high level change.  

With regard to the extent of motives towards embracing and sustaining change in the 

region,  leaders of reported high performing public organizations in Oromia were ranked 

high and very high by (44.03%) , medium ( 41.64% ),  and low and very low ( 14.32%) 

of respondents( mean= 3.38 and standard deviation= 0.885) . On the other hand, leaders 

of low performing public  organizations were ranked high and very high by (20%)  , 

medium ( 43.64%) ,  low and very low ( 36.36%)  of respondents(mean= 2.62 and 

standard deviation=0.983) 

In addition, there is significant difference between leaders of high performing 

organizations in the region (Mean= 3.38   and SD=0.885) and low performing 

organizations (Mean=2.62   and SD= 0.983) for t (485) = 6.532, P<0.05 implying that 

leaders of the reported high performing public organizations were more change-oriented 

than leaders of the  low performing public organizations counterparts in Oromia. 

4) Leadership attribute  towards strengthening institutional citizenship  

Upholding the feeling of responsible institutional citizenship is very crucial for public 

sector leaders and can determine the entire culture of public organizations. In this regard, 

leaders who feel institutional citizenship can go extra miles to delivery their promise, 

create and sustain high performance organizations. In this regard institutional citizenship 

what Beer, M. (2009, p. 18) describes as psychological alignment is the emotional 

attachment of people at all levels, particularly key unit leaders, to the purpose, mission, 

and values of an organization. 

As to the status of leadership motive towards  institutional citizenship, leaders of high 

performing public sectors in Oromia were ranked  high and very high ( 47.75%) , 

medium ( 37.93%) , and low and very low ( 14.32%) of respondents ( mean = 3.42 and 

standard deviation of 0.925 ). On the other side, leaders of low performing public 

organizations were ranked high and very high (25.45%), medium (31.82%), and low and 

very low (12.47%) of respondents (mean 2.67 and standard deviation 1.126).  



273 
 

In addition, there is statistically significant difference between leaders of the reported 

high performing public organizations in Oromia (Mean= 3.42   and SD= 0.925) and 

leaders of the reported low performing public organizations (Mean=2.67 and SD= 

1.126) for t (154.37) = 6.309, P<0.05 reflecting that leaders of high performing public 

organizations were psychologically more attached to their organizations than leaders in 

low performing public organization. 

5) Leadership attribute towards acting  as a well-informed decision maker 
 
According to Wilson, D.C. and Nutt, P.C. (2010, p. 517), informed and effective 

decision making has long been seen as an essential competency for individual and 

organizational success- high performance. Furthermore, decision making is an integral 

part of leaders’ pin point responsibilities. In the course of decision making, leaders’ 

decision can form or deform an organization and its people. Thus, effective decision 

depends on leadership dedication to make an evidence-based or informed decision 

which is decisive for guiding organizations on the right pathway and ensuring high 

performance. 

In this regard, leaders of reported high performance public organizations were evaluated 

based on the extent of their commitment for making informed decision  and rated as 

high and very high by (40.05 %)  , medium ( 40.32%) and low and very low ( 19.63% ) 

of respondents(mean= 3.25 and standard deviation= 0.941) . On the contrary, leaders of 

reported low performing pubic organizations were evaluated as high and very high 

(22.72%), medium (32.73 %), and low and very low (44.55%) of respondents (mean= 

2.69 and standard deviation= 1.115). 

Besides, there is significant difference between leaders of reported high performing 

public organizations in Oromia (Mean= 3.25 and SD= 0.941) and leaders of low 

performing public organizations in the region (Mean=2.69 and SD= 1.115) for t 

(157.071) = 4.802, P<0.05 showing that leaders of high performing public organizations 

were better than leaders of low performing public organizations in their evidence-based 

decision making.  

6) Leadership attribute  towards result-orientation 

According to Ulrich, D., Zenger, J. , Smallwood, N. (1999, p. 1) it is not enough to 

gauge leaders by personal traits such as character, style, and values as  effective leaders 
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know how to connect these leadership attributes with results implying that connecting 

attributes to results and results to attributes becomes important agenda for building 

effective leadership to drive high performance. 

According to the extent of their  motives towards result-oriented leadership, leaders in 

high performing public organizations of Oromia were rated as high and very high ( 

54.38%), medium ( 35.54%)  , and  low and very low ( 10.08%) of respondents with 

mean 3.54  and standard deviation of 0.884. Conversely, leaders of reported  low 

performing public sectors were rated high and very high by (24.55%),  medium ( 

39.09%) , and low and very low ( 36.36% ) of respondents with mean 2.79  and standard 

deviation of 1.064.  

On top of that, there is statistically significant difference between leaders of reported  

high performing public organizations (Mean= 3.54 and SD=0.884) and leaders of  low 

performing public organizations (Mean=2.79   and SD= 1.064) for t (155.701) = 6.923, 

P<0.05 reflecting that  leaders in high performing public sectors were more result-

oriented than leaders in low performing public organizations in Oromia.  

7) Leadership attribute  towards  coaching for high performance 

According to Whitmore, J. (2009, pp. 10-20) the focus of coaching is to enhance 

performance and delivers results in large measure because of the supportive relationship 

between the coach and the coachee, and the means and style of communication used; 

unlocking people’s potential to maximize their own performance which demands the 

highest qualities of that manager: empathy, integrity, and detachment, as well as a 

willingness to adopt a fundamentally different approach to his staff. This depends on 

leaders’ motive to help and shape human resource to grow in all dimensions and help 

their organizations grow exponentially.  

Regarding coaching motive, leaders in high performing public sectors in Oromia region 

were ranked high and very high by (47.75%) of respondents, medium ( 40.05%) ,  low 

and very low ( 12.20%) of respondents with mean 3.44  and standard deviation of 0.894 

On the other side, leaders in low performing public organizations in the region were 

ranked high and very high by (25.45%) , medium ( 28.18% ), and low and very low by 

46.36% of respondents with mean 2.71 and standard deviation of 1.219 
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Furthermore, there is statistically significant difference between mean performance of 

leaders commitment towards coaching human resource in high performing public 

organizations in Oromia (Mean= 3.44 and SD=0.894) and leaders of low performing 

public organizations in the region (Mean= 2.71   and SD= 1.219) for t (139.937) = 

6.044, P<0.05 implying that leaders in the reported high performance public 

organizations are performing more than those in low performing organizations 

concerning coaching for high performance. 

8) Leadership attribute  towards  acting as team player  

Senge and Kofman (1993) cited in Hawkins, P. (2011, p. 27) agree that leadership is 

both deeply personal and inherently collective requiring leaders to have internal courage 

and commitment to work as team to create high performance organizations. Thus, 

collective leadership or team leadership is the capacity of a group of leaders to deliver a 

contribution in service of the common good through assuming joint and flexible 

leadership according to what is perceived and required (Gauthier, A.  2006, p.2). 

Accordingly, leadership team playing motive is vital to unleash the commitment of all 

leaders to share values, vision, mission and strategy so as to create similar synergy 

among public servants and head towards high performance since such level of 

performance requires interdependence.   

Regarding leadership motive towards teaming, leaders in high performing public 

organizations in Oromia were ranked high and very high ( 49.34%), medium ( 37.14%) 

and  low and very low ( 13.53% ) of respondents with mean 3.45 and standard deviation 

of 0.933. On the other hand, leaders in low performing public sectors in the region were 

ranked high and very high ( 25.45%) , medium ( 35.45%)  and low and very low   

(39.09%)  of respondents with mean 2.81 and standard deviation of 1.20. 

Besides, there is statistically significant difference between mean of  leaders 

commitment for giving collective leadership in high performing public organizations in 

Oromia (Mean= 3.45 and SD=0.933) and leaders in low performing organizations 

(Mean=2.81 and SD= 1.200) for t (144.318) =5.399, P<0.05.  

9) Leadership attribute towards Life-long Learning  

Tichy and Devanna (1986) cited in Hawkins (2011, p. 27) recognize lifelong learning as 

one of the characteristics of the transformational leader which is driven by a strong set 
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of values to build high performance teams and organizations. Besides, life-long learning 

enables leaders to upgrade their world view, understand their gaps and improve 

organizational performance on continuous basis and learn from others in order to 

improve their quality of leadership and drive high performance.  

With regard to life-long learning motive, leaders in high performing public sector in 

Oromia were ranked high and very high ( 40.32%), medium ( 38.20%), low and very 

low ( 21.49 %) of respondents with mean 3.21  and standard deviation of 1.026. On the 

other hand, leaders of low performing public sectors were ranked high and very high 

(21.82%), medium (35.45%), low and very low (45.45%) of respondents with  mean 

2.63 and standard deviation of 1.194 

Additionally, there is statistically significant difference between the mean of leaders in 

high performing public organizations in Oromia (Mean= 3.21 and SD=1.026) and mean 

of leaders in low performing public organizations in the region (Mean= 2.63   and 

SD=1.194) for t (151.295) = 4.880, P<0.05 concerning the status of leadership attribute 

towards life-long learning. In this regard, leaders in high performing public 

organizations were devoted for life-long learning than leaders in low performing public 

organization in Oromia Region. 

10) Leadership attribute towards  utilizing ICT  as enabler 

Change management is needed to assist the transition of resisting cultures, many 

individual civil servants, the groups and the organizations in the public sector in 

adapting to the changes brought about by new technologies and the presence of a leader 

is critical particularly when the public sector is going through strategic change (Kifle 

and Cheng  2003 , p. 279). Accordingly, information communication technology is a 

life-blood for modern organizations as enablers for building citizen-centric, responsive 

and change friendly 21st

In this regard, leaders in high performing public organizations of Oromia region were 

ranked high and very high ( 40.05%)  , medium ( 40.32% ) , as well as  low and very 

low ( 19.63%)  of respondents with mean 3.37  and standard deviation of 0.859.  On the 

other hand, leaders in low performing public organizations in the region were rated high 

 century public organizations which in turn depends on 

leadership internal commitment to foster ICT utilization in public organizations. 
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and very high (22.73%), medium (37.73%), and low and very low (44.55%) of 

respondents (mean= 2.64 and standard deviation = 1.081). 

Furthermore, there is statistically significant difference between means of leadership 

commitment towards technology utilization as enabler in high performing public 

organizations in Oromia (Mean= 3.37 and SD= 0.859) and the mean of leaders 

commitment towards the same in low performing public organizations of the region 

(Mean= 2.64   and SD=1.081) for t (151.396) = 6.527, P<0.05.  Accordingly, leaders of 

high performing public organizations are performing more than leaders of the low 

performing organizations in terms of using ICT as enabler to streamline service delivery 

system and improve governance in their organizations. 

11) Leadership motive towards acting as  communicator    

A successful knowledge network leader must communicate effectively with a variety of 

stakeholders and participants in all directions (upward, downward, and outward). 

Effective communication strategies are linked to improved performance and acceptance 

of innovation by employees (Eglene, Dawes and Schneider 2007, p. 95). Furthermore, 

organizational communication is aimed at informing the workforce about their tasks and 

the policy issues of the organization and constructing a community within the 

organization (Husain 2013, p. 44). Therefore, strategic communication is critical to sell 

public policy and strategy and mobilize the support of general public which requires 

public sector leaders to be committed to design and implement communication 

management strategy to meet its broad organizational goals.  

In this context, leaders in high performing public sectors in Oromia region were rated by 

respondents as high and very high ( 55.97%), medium ( 34.22%) , low and very low   

(34.55% ) with mean rate of 3.61 and standard deviation of 0.939.  In contrast, leaders in 

low performing public sectors in Oromia were reported by respondents as high and very 

high ( 28.18%), medium ( 38.18%) , and low and very low ( 33.64%)  of employees in 

their organizations with mean response of 2.95 and standard deviation of 1.104. 

In addition, there is significant difference between mean of leaders performance towards 

acting as strategic communicator in high performing public organizations in Oromia 

(Mean=3.61   and SD= 0.939) and the mean of leaders in low performing public 

organizations (Mean= 2.95 and SD= 1.104) for t (484) = 6.277, P<0.05.   
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12)  Leadership attribute towards innovation 

Just like in the business world, success in public sectors is increasingly dependent on 

innovativeness and creativity and, thus, on public sector organizations’ transformative 

and innovative capability (Anttiroiko, A. V., Bailey, S.J, and Valkama, P. 2011, p. 1). 

Actively pursuing innovation requires innovation leadership, support from the 

organizational hierarchy, and a culture that values and nurtures creativity. It needs fertile 

heart, bright mind that understand importance of innovation and productive hand to 

make it happen in an organization. Therefore, public sector leaders should be in their 

healthy heart, mind and hands to instill the culture of innovation in their organization.   

In relation to motive towards innovation such as encouraging organizational 

communities to generate new ideas, leaders of high performing public organizations 

were reported by respondents as high and very high ( 40.32%), medium ( 45.89%) , and 

low and very low ( 13.79%) of respondents with mean 3.32 and standard deviation of 

0.884.   In contrast, leaders of low performance public organizations in the region were 

rated by respondents as high and very high (17.27%), medium (31.82%), and low and 

very low   (12.73%) of respondents with mean 2.58 and standard deviation of 1.098. 

Furthermore, there is significant difference between means of leaders commitment 

towards innovation in high performing public organizations in Oromia region 

(Mean=3.32 and SD=0.884) and means of leaders in low performing public 

organizations (Mean= 2.58 and SD=1.098) for t (152.532) =5.989, P<0.05.   

13) Leadership attribute towards acting as relationship builder  

The nature of public organizations requires them to work closely with all stakeholders 

such as business, citizens, not-for profit and NGOs. Therefore, public sectors’ leaders 

should act as empathetic facilitator or relationship builder in their interaction with their 

stakeholders.  

According to Kotter (1985, p. 40) cited in Kolzow (2014, p. 191) , good working 

relationships based on some combination of respect, admiration, perceived need, 

obligation, and friendship are a critical source of power in helping to get things done. In 

accordance with   Christian (2014, p. 20) leaders manage change “through collaboration 

and teamwork” both within the organizations and the communities within which they 

operate and teamwork and strategic alliances are critical to success for Renaissance 
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leaders and the organizations they guide. Furthermore, Murgatroyd and Simpson (2010) 

suggest collaboration is the “DNA of high performance organizations” (p. 75). 

In an attempt to determine the extent of leadership commitment to act as relationship-

builder of creating collaborative environment , leaders of reported high performing 

public organizations in Oromia were reported by respondents as  high and very high ( 

48.54%),  medium ( 40.32%) , and low and very low ( 11.14%)  with mean 3.46 and 

standard deviation of 0.916. In contrast, leaders of low performing public organizations 

were ranked by respondents as high and very high (26.36%), medium (35.45%), and low 

and very low (38.18%) with mean 2.77 and standard deviation of 1.029. 

Furthermore, there is statistically significant difference between means of leaders  

commitment towards acting as relationship builder or creating collaborative 

environment in  high performing public organizations in Oromia region  (Mean= 3.46   

and SD=0.916) and mean of leaders in low performing public organizations in the region 

(Mean= 2.77 and SD=1.029) for t (152.532) =5.989, P<0.05. 

 As mean differences of all descriptions for leadership attributes towards high 

performance are greater than their corresponding standard errors, then the mean 

differences are large enough to be significant at P<0.000  and the researcher is 95% 

confident that true population means fall between upper and lower limits. In addition to 

separate assessment of leadership quality based on each of the eight (8) descriptions of 

strategic foundations and thirteen (13) descriptions of leadership attributes to test the 

significance of difference between leaders in high performing organizations and low 

performing organizations, an attempt was made to compare means of the two groups of 

organizational leadership based on means of 21 items. 

             Table 33: Group Statistics 

 Organizational Status N Mean Std. 
Deviation 

Std. Error 
Mean 

Leadership Quality 
High 21 3.4905 .16536 .03609 

Low 21 2.8548 .24260 .05294 
                   Source: Organized by researcher (2016) 

According to group statistics the mean of leadership quality in high performing public 

organizations (M=3.4905) are greater than the mean of leadership quality in low 

performing organizations (M=2.8548) with SD of 0.16536 and 0.24260 respectively. To 
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ascertain if this result is significant or happened due to chance, the following 

Independent Samples Test table was examined. 

 Table 34: Independent Samples Test 

 Levene's Test 
for Equality of 

Variances 

t-test for Equality of Means 

F Sig. T df Sig. (2-
tailed) 

Mean 
Difference 

Std. Error 
Difference 

95% 
Confidence 

Interval of the 
Difference 

Lower Upper 

Leadership 
Quality 

Equal 
variances 
assumed 

3.849 .057 9.922 40 .000 .63571 .06407 .50623 .76520 

Equal 
variances not 
assumed 

  

9.922 35.285 .000 .63571 .06407 .50569 .76574 

    Source: Organized by researcher (2016) 

Reviewing Levene's Test for Equality of Variances (F= 3.849) and P> 0.05 implying 

that equal variance assumption is accepted and it complies with criteria for using a 

parametric t- test. Accordingly, there is statistically significant difference between 

leadership quality in high performing public organizations in Oromia (Mean= 3.4905 

and SD=0.16536) and leadership quality in low performing public organizations in the 

region (Mean= and SD=2.8548) for t (40) =9.922, P<0.05. In addition, the fact that 

means difference is 9.922 times larger than the standard error of difference shows that 

mean difference is large enough to be significant at P<0.05.  

Furthermore, observing the lower limit 0.50623 and the upper limit 0.76520 reveals that 

the researcher is confident that the true population mean difference falls between these 

two values; 0.63571(95% CI= 0.50623 to 0.76520) indicating that under worst case 

scenario quality of leaders in high performing public organizations is still 0.50623 more 

than leaders in low performing public organizations. Accordingly, Leaders of the 

reported high performance public sectors in Oromia were performing better than leaders 

of the reported low performing public organizations both in terms of deepening 

organizational foundations in their organizations and demonstrating leadership attributes 
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(i.e. motive or internal dedication, competence and behaviors) that support high 

performance. 

In addition, interview with key stakeholders disclosed quality of leadership in high 

performing public organizations comprising  

 providing plan-based or strategy-orientation leadership  

 receiving feed-back and make continuous improvement 

 empowering human resources in their organization 

 giving disciplined or principle-oriented leadership 

 giving collective leadership and assuming collective  responsibility 

 monitoring and supporting lower administrative hierarchies 

On the other hand, leadership quality gaps in low performing public organizations as 

explained by interviewee revealed: 

 failure to give collective leadership    

 delay in decision making or indecisiveness   

 failure to give full focus and  attention  to their work 

 failure to value human resources in their organizations 

 unnecessary delay in implementation of policy, strategy and plans 

Thus, both quantitative and qualitative  analysis have shown that leadership of the 

reported high performance public organizations in the region were  performing more 

than leaders of the reported low performing public organization in inculcating 

organizational mission, vision, core values ; as well as in demonstrating attributes 

driving high performance.   

Next, the status of organizational system as driver of high performance is analyzed 

to identify whether it is differential factor between the reported high and low 

performance public organizations in the region.  

5.2.2 Organizational System Quality   
 
Organizational processes and structures are among crucial elements of public 

organizations for they determine the pace of organizational community in implementing 

public policies, strategies and plans. Concerning the importance of process and 
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structures as organizational system , Christensen, T., et al (2007, p. 15) assert that 

processes are activities and behavior that play out over time such as decision-making, 

opinion-forming, implementation or learning processes while structures are the 

frameworks within which processes unfold and they set limits as to who can participate, 

what are deemed acceptable, reasonable, appropriate or valid perceptions of a situation, 

a problem or suggested solutions, who should or can do what, and how each task should 

or can be done. 

Furthermore, civil service systems by design, like any institutional system, have three 

fundamental features: structure, process, and culture. Structure consists of organizational 

hierarchy, decision authorities and levels, rules and regulations governing organizational 

actions, power relationships, and the linking pins to external as well as internal 

organizational environmental centers or points of interests, significance, and 

influence(Farazmand, A.  2007, p.  230). In addition, organizational design as map and 

compass of an organization is a guide to build effective organizations; it can ease the 

headache and stimulate the imagination to build a more effective organization for the 

future ; strategy, values, leadership styles, organizational behavior, work organization, 

structures and rules all contribute to the culture and good organization design practice 

aligns all of these and so creates a strong and healthy culture (Cichocki & Irwin 2011, 

pp. 4-13).  Generally, these writers agree that organizational systems are critical to 

deliver results and enhancing organizational performance. Thus, this section of the 

dissertation has attempted to analyze the status of organizational system quality in the 

reported high performance and low performance public organizations in terms of fitness 

of service delivery system, structure, accountability, management and measurement 

system, human resource management system and work culture in the organization as 

part and parcel of answering the 2nd research question and the 1st research hypothesis.    

 

 

 

 



283 
 

           Table 35:  Organizational System Quality 

No  Status    Variable                      Rate   Mean  SD 

5 4 3 2 1 

1 High   Fitness of business process  

for mission execution  

6.90 40.58 41.38 9.55 1.59 3.42 0.818 
Low  7.27 20.91 35.45 25.45 10.91 2.85 1.124 

2 High  Fitness of organizational 

structure to meet objectives 

12.73 37.40 41.38 6.63 1.86 3.53 0.866 
Low  7.27 24.55 36.36 21.82 10 2.97 1.079 

3 High  Human resource management 

practices  

10.34 39.26 39.79 8.75 1.86 3.47 0.863 
Low  4.55 29.10 28.18 26.36 11.82 2.88 1.098 

4 High  ICT utilization  practices 8.49 35.01 42.97 11.94 1.59 3.37 0.859 
Low  4.55 16.36 33.64 29.10 16.36 2.64 1.081 

5 High  Proper performance 
management system  and 
measurement system 

10.34 40.58 37.93 9.81 1.33 3.49 0.857 
Low  3.64 25.45 34.55 23.64 12.73 2.84 1.063 

6 
High  

Personal accountability  
9.30 36.30 42.40 8.20 3.7 3.39 0.902 

Low  3.60 18.20 37.30 30.9 10 2.75 0.990 

7 
High  

Individual accountability  
10.60 40.80 40.60 6.10 1.90 3.52 0.835 

Low  6.40 20 34.50 28.2 10.9 2.83 1.074 

8 
High  

Shared accountability  
10.10 34.50 42.4 9.50 3.40 3.38 0.915 

Low  6.40 16.40 38.20 28.2 10.9 2.79 1.050 

9 High  High performance work 

culture in place 

14.59 40.05 33.95 9.81 9.81 3.56 0.912 
Low  5.45 23.64 28.18 32.73 10 2.82 1.077 

 

High  
Grand performance 

48.6 40.31 11.93 3.46 0.87 
Low 27.08 34.04 38.89 2.82 1.071 

       Source: Organized by researcher (2016)  
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Table 36: Independent Samples Test 

 Levene's Test 
for Equality of 

Variances 

t-test for Equality of Means 

F Sig. t df Sig. (2-
tailed) 

Mean 
Differen

ce 

Std. 
Error 

Differe
nce 

95% Confidence 
Interval of the 

Difference 
Lower Upper 

Fitness of  organizational 
Processes to meet mission   

Equal variances  
13.974 .000 

5.788 485 .000 .562 .097 .371 .753 
Not Equal 
variances   4.880 144.306 .000 .562 .115 .334 .789 

 Fitness of  organizational 
structure in supporting   
mission execution 

Equal variances   

2.406 .122 

5.552 485 .000 .552 .100 .357 .748 

Equal variances 
not assumed 

4.927 152.263 .000 .552 .112 .331 .774 

Suitability of HRM 
practices to create  high 
performance  culture 

Equal variances   

11.316 .001 

5.941 485 .000 .593 .100 .397 .789 

Equal variances 
not assumed 

5.213 150.398 .000 .593 .114 .368 .818 

 Organizations’ 
commitment to use ICT 
as enabler  to improve 
service delivery & 
enhancing good 
governance 

Equal variances   

12.001 .001 

7.393 485 .000 .732 .099 .538 .927 

Equal variances 
not assumed 

6.527 151.396 .000 .732 .112 .511 .954 

Performance management 
and measurement system  

Equal variances   
6.363 .012 

6.628 485 .000 .652 .098 .459 .845 
Equal variances 
not assumed 5.897 152.720 .000 .652 .111 .433 .870 

System for enhancing  
personal accountability   

Equal variances   

1.507 .220 

6.473 485 .000 .647 .100 .451 .844 

Equal variances 
not assumed 

6.150 165.358 .000 .647 .105 .439 .855 

System for enhancing  
individual Accountability   

Equal variances   

9.049 .003 

7.175 485 .000 .695 .097 .505 .886 

Equal variances 
not assumed 

6.260 149.478 .000 .695 .111 .476 .915 

System for enhancing    
shared accountability     

Equal variances  
2.018 .156 

5.758 485 .000 .591 .103 .389 .793 
Equal variances 
not assumed 5.341 160.398 .000 .591 .111 .373 .810 

The status of your 

organizational system to 

create high performance 

culture 

Equal variances   

5.435 .020 

7.217 485 .000 .744 .103 .542 .947 

Equal variances 
not assumed 6.591 157.420 .000 .744 .113 .521 .967 

    Source: Organized by researcher (2016) 
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1) Fitness of Business Process for Mission Execution  

In line with Ireland, F. (2013, p.5) elaboration, a process can be described as “An inter-

linked and often logically sequenced set of work activities which translate inputs into 

outputs in order to deliver something of value for the organization and beneficiaries. 

Accordingly, the goal of process management is to continuously drive improvements in 

all processes and the collective impact of that effort will result in significant 

improvements in overall organizational performance. Parys, M. and Thijs, N. (2003, p. 

8) add that implementing BPR  is  an instrument of radically redesigning processes 

aimed at  delivering added value for the government’s service customers. 

in light of improving business process to enhance mission execution and drive high 

performance, high performance public organizations were ranked  by respondents as 

high and very high ( 47.48%) , medium ( 41.38%)  and  low and very low ( 11.14% )   

with mean 3.42 and standard deviation of 0.818.   On the other hand, low performance 

public sectors in the region were ranked by respondents as high and very high (28.18%), 

medium (35.45%) and   low and very low (9.81%) with mean 2.85 and standard 

deviation of 1.124. 

Furthermore, there is statistically significant difference between the mean of high 

performing public organizations in Oromia (Mean= 3.42 and SD=0.818) and that of low 

performing public organizations in the region (Mean= 2.85 and SD=1.124) for t 

(144.306) = 4.880, P<0.05. This implies that high performing public organizations 

continuously simplifies, improves and aligns their organizational processes to improve 

their ability to respond to citizens’ needs efficiently and effectively by eliminating 

unnecessary procedures, works, and information overloads through implementation of 

BPR as instrument of system improvement more than low performing public 

organizations in the region.  

2) Fitness of organizational structure with organizational mission 

Successful organizations focus on clear outcomes, engage in performance that will lead 

to those outcomes, and ensure structures and resources are in place to support desired 

performance (Gallery, M.E., & Carey, S.C. 2014, p. 50). Furthermore, performance is a 

function of   the conditions under which the performance occurs so that all functional 
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units (committees, departments, task forces, and so on) should have clearly specified 

objectives they are designed to achieve, consistent with the organization’s objectives 

(ibid, p. 55). In this regard, organizations should be clear on the deliverable they are 

expected to produce which magnifies the necessity of the fitting structure for 

organizational, team and individual performance.  

In terms of the fitness of organizational structure with business process and demanding 

strategy execution, high performing public sectors in Oromia were ranked by 

respondents as high and very high ( 50.13% ) , medium ( 41.38%), and low and very low 

( 8.49%)  with mean 3.53 and SD of 0.866.  On the other hand, low performing public 

organizations in the region were ranked by respondents as high and very high (31.82%), 

medium (36.36%)   and low and very low (31.82%) with mean 2.97 and SD of 1.079.  

Furthermore, there is statistically significant difference between mean of high 

performing public organizations in Oromia (Mean= 3.53 and SD=0.866) and   low 

performing public organizations in the region (Mean= 2.97 and SD=1.079) at t (485) = 

5.552, P<0.05 concerning the fitness of their organizational structure for mission 

execution. Therefore, high performing public organizations were performing more than 

the low performing public organizations in improving their organizational structure   to 

suit their organizational structure with purpose and drive high performance in   creating 

horizontal or team-based structure.    

3) Human resource management practice 

 As Sun, Aryee, and Law (2007) cited in Mustafa, Richards and Ramos (2013, p. 19) 

asserts high-performance human resource management practices are bundles of human 

resource practices that enhance the skills of the workforce, encourage participation in 

decision-making, and motivate employees to expend discretionary effort and such   

practices comprises selective staffing, extensive training, internal mobility, employment 

security, broad job design, results-oriented appraisal, rewards, and participation. 

Many scholars (Batt, 2002; Bowen & Ostroff, 2004; Liao, Toya, Lepak, & Hong, 2009) 

and (Bowen & Ostroff, 2004) also  cited in Nasurdin, A.M., Ahmad, N.H., and Ling, 

T.Ch. (2015, p.5) state that high-performance HRM practices assist organizations to 

motivate employees to adopt desirable attitudes and behaviors, which in the aggregate, 
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ultimately helps achieve the organization’s strategic goals, resulting in enhanced 

organizational performance. In fact, employees make sense of their work environment 

through high-performance HRM practices before deciding their responses. Generally, 

these elaborations reveal that high performance human resource management systems 

are vital for organizational performance.   

As far as the status of their human resource management system is concerned,  high 

performing public organizations in Oromia were rated as  high and very high (49.60% ) , 

medium (39.79%) , and low and very low (10.61% ) by respondents with mean rating of 

3.47 and standard deviation of 0.866.  However, low performing public sectors in the 

region were ranked by respondents as high and very high (33.64%), medium (28.18%), 

and low and very low (38.18%) with mean response of 2.88 and standard deviation of 

1.079. 

Furthermore, there is statistically significant difference between mean of high 

performing public organizations in Oromia (Mean= 3.47 and SD=0.866) and   low 

performing public organizations (Mean= 2.88 and SD=1.079) for t (150.398) = 5.213, 

P<0.05 in relation to quality of their human resource management practices. This shows 

that high performing public sectors performing more in implementing proper human 

resource management practices to create high performance culture than the low 

performing public sectors in the region. 

4)  ICT utilization as enabler 

Scholars increasingly emphasize the role of ICT as an enabler of radical and 

transformative public sector reforms (Vander Elst, S. and De Rynck, P., 2012.P. 2). 

Furthermore, SITA (2010, p. 8) explains that transformational government emphasizes 

the important role of ICTs in enabling the delivery of modernized public services. 

According to the United Nations as well “the concept of connected government is 

derived from the whole-of-government approach which is increasingly looking towards 

technology as a strategic tool and as an enabler for public service innovation and 

productivity growth” (United Nations, 2008)  Therefore, in terms of the status of their 

commitment towards  ICT  utilization as enabler to improve service delivery and  enhancing good 

governance , high performing public organizations in Oromia were ranked by respondents 
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as  high and very high ( 43.50%), medium ( 42.97% ) and  low and very low ( 13.53%)  

with mean 3.37 and standard deviation of 0.859.  On the other side, low performing 

public sectors in the region were ranked by respondents as high and very high ( 

20.91%),  medium ( 33.64%) , and low and very low ( 45.46% ) with mean response of 

2.64 and standard deviation of  1.081.  On top of that, there is statistically significant 

difference between mean of high performing public organizations in Oromia (Mean= 

3.37 and SD=0.859) and low performing public organizations in the region (Mean=2.64 

and SD=1.081) for t (151.396) = 6.527, P<0.05 in terms of ICT utilization in service 

delivery as enablers. Therefore, high performing public sectors in Oromia Regional 

State were performing better than low performing public sectors in terms of their ICT 

utilization as enablers to enhance their service delivery and improve organizational 

performance. 

5) Performance management and measurement system 

As stated in Burnham, J.W. and Bradbury, I. (2003, p. 2) performance management and 

measurement system helps in creating greater consistency in service delivery, improve 

organizational performance, enhance staff capability and capacity, ensure higher-quality 

service, make clearer expectations and better support for individual performers, better 

focused leadership and management support, creation of a high-performance culture, 

create high quality work relationship, etc.   

Furthermore, Julnes, P. de L. (2008, p. 6) assert that performance based management 

systems which recognizes the necessary linkage between the organization’s internal 

processes and internal and external environment in order to deliver quality services is a 

continuous process that involves setting strategic performance goals and objectives, 

measuring performance, collecting, analyzing, and reporting data, and using the 

information to inform decisions aimed at improving performance. According DeWaal 

(2010, p. 7) as well, high performing public organization adopts balanced performance 

management and measurement system such as financial and non-financial measure, and 

produce report both to stakeholders internal and external to the organizations.  

In relation to implementing proper performance management and measurement system, 

high performance public organizations in Oromia Regional State  were ranked by 

respondents as high and very high ( 50.93%) , medium ( 37.93%) , and  low and very 
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low ( 11.14%)  with mean 3.49 and standard deviation of 0.857. On the contrary, low 

performance public sectors in the region were rated as high and very high (29.09%), 

medium (34.55%), and low and very low (36.36%) of respondents with mean 2.84 and 

standard deviation of 1.063. 

In addition, there is statistically significant difference between high performing public 

organizations in Oromia (Mean= 3.49 and SD=0.857) and low performing public 

organizations in the region (Mean=2.84 and SD=1.063) at t (152.720) = 5.897, P<0.05 in 

terms of implementing performance management and measurement system in their 

organizations. Accordingly, high performing public organizations were performing more 

than the low performing public sectors in Oromia in implementing   performance 

management and measurement system such BSC as strategic management tool, 

communication tool and measurement tools so as to create strategy focused 

organizations  

6) Establishing Accountability System 

Accountability refers to the extent to which one must answer to higher authority – legal 

or organizational – for one’s action in society at large or within one’s particular 

organizational position (Shafritz and Russell, 1997, p. 376). Furthermore, Day and Klein 

(1987) cited in Marsh (2011) highlight the need for public officials to be accountable for 

responding to the needs of citizens, using taxpayers’ money judiciously, remaining 

dedicated to their professions, properly using authority delegated to them for specified 

tasks, and upholding the rule of law. Stecher and Kirby (2004, p. 2) also stresses that 

accountability system requires setting explicit goals of desired student performance—to 

convey clear and shared expectations for all parties, assessments for measuring 

attainment of goals and judging success and consequences (rewards or sanctions) to 

motivate organizational actors  to maximize effort and effectiveness. Thus, the 

accountability system   requires that government and its machineries should feel 

ownership of the task; having incentives to carry out the task effectively; and building its 

capacity to deliver results.   

Accordingly, the assessment of personal accountability (i.e. psychological 

accountability)  shows that 45.6% of respondents in high performing public 
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organizations in Oromia Region reported  high and very high, 42.40% reported that it is 

medium, and the remaining 11.9% mentioned that such accountability in their 

organization is low and very low(mean= 3.39 and standard deviation= 0.902). On the 

contrary, the status of personal accountability in reported low performing public 

organizations in the region were rated by 21.80% of respondents as high and very high, 

37.30% mentioned that it is medium, and the remaining 40.90% of respondents reported 

low and very low(mean= 2.75 and standard deviation = 1.990). 

In addition, there is statistically significant difference between mean of personal 

accountability in high performing public organizations in Oromia (Mean= 3.39 and 

SD=0.902) and mean of personal accountability in low performing public organizations 

in the region (Mean=2.75 and SD=1.990) for t (485) = 6.473, P<0.05 implying that high 

performing public organizations are better than low performing organizations in 

encouraging their human resource to feel personal accountability.  

Concerning individual accountability that requires human resources to fulfill their pin 

point responsibility given by incumbent government, the status of such accountability in 

high performing public organizations in Oromia  is ranked by 51.40% of respondents as 

high and very high, 40.60% reported medium, and the remaining 5.42%  reported  as 

low and very low(mean= 3.52 and standard deviation= 0.835).  According to those in 

low performing public organizations in the region, the status of individual accountability 

is reported to be high and very high by 26.40% of respondents, evaluated as medium by 

34.5% of respondents and the remaining is assessed to be low and very low by 13.73% 

of respondents(mean= 2.83 and standard deviation= 1.074). Additionally, there is 

statistically significant difference between mean of individual accountability of high 

performing public organizations in Oromia (Mean= 3.52 and SD=0.835) and low 

performing public organizations in the region (Mean=2.83 and SD=1.074) for t 

(149.478) = 6.260, P<0.05 confirming that high performing organizations are better than 

low performing organizations in strengthening the system of individual accountability. 

In relation to team or shared accountability  the reported high performing public 

organizations in Oromia were rated  as high and very high (44.60%) , medium (42.40%) 

and the low and very low ( 12.90% ) with (mean=3.38 and standard deviation= 0.915). 
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In low performing public organizations on the other hand,  22.8% of respondents 

reported high and very high, 38.20% reported medium and the remaining 39.10% of 

respondents  rated  low and very low level of shared accountability (mean= 2.79 and 

standard deviation= 1.050) 

In addition, , there is statistically significant difference between high performing public 

organizations in Oromia (Mean= 3.38 and SD=0.915) and low performing public 

organizations in the region (Mean=2.79 and SD=1.050) for t (485) = 5.758, P<0.05 

proving that high performing public organizations are better than low performing public 

organizations in fostering shared accountability in their organizations. 

Finally, cumulative status of accountability in high performing public organizations in 

Oromia was reported by respondents as high and very high (47.20%), medium (41.80%), 

and low and very low (11%) with mean rating of 3.43 and standard deviation of 0.886.  

On the other hand, cumulative status of accountability in low performing public 

organizations in Oromia was rated as high and very high (23.70%), medium (36.70%) , 

and low and very low (39.70%)  with mean rating of 2.79 and standard deviation of 

1.036. 

In addition, there is statistically significant difference between mean of accountability in 

high performing public organizations in Oromia (mean =3.43 and standard deviation 

=0.886) and mean of accountability in low performing public organizations in the region 

(mean= 2.79 and standard deviation = 1.036) for t (478) = 10.258, p < 0.05. In this 

regard, the reported high performing public organizations in Oromia were performing 

more than the low performing public organizations in the region in ensuring 

accountability system in their organizations.  

7) High Performance Work Culture 

According to Rogers, P.,  et al (2006, p.11), high performance culture comprises of high 

aspirations and a desire to win, external focus than caught in internal politics, think like 

owners attitude, bias to action, individuals who team, passion and energy to deliver 

beyond the call of duty. In this context, high performance culture drives remarkable 
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achievement, or that catalyzes organizational performance leading to realization of 

the big picture of an institution of nation.  

In an attempt to identify the status of high performance culture , high performance 

public sectors in Oromia were ranked high and very high by 54.64% of respondents, 

reported as medium by 33.95% of respondents, and rated as low and very low by 

11.41% of respondents with mean rating of 3.56 and standard deviation of 0.912.  On 

the other hand, low performing public organizations in the region were ranked high and 

very high by 24.55% of respondents, evaluated as medium by 8.22% of respondents, and 

ranked low and very low by 42.73% of respondents with mean rating of 2.82 and 

standard deviation of 1.077.  

Additionally, there is statistically significant difference between high performing public 

organizations (Mean= 3.56. and SD=0.912) and low performing public organizations 

(Mean=2.82 and SD=1.077) for t (157.420) = 6.591, P<0.05 concerning the status of 

high performance culture in those organizations. In accordance with this analysis, high 

performance public sectors in the regions were performing more than the low 

performing public organizations in cultivating high performance culture in their 

organizations.   

According grand organizational performance on the nine (9) descriptions of 

organizational system quality, high performing public organizations in Oromia were 

ranked high and very high ( 48.65%) , medium ( 40.31%), and low and very low 

(11.93% ) of respondents with mean response of nearly 3.46 and standard deviation of 

0.870. On the other hand, the low performance public sectors in the region were ranked 

high and very high (27.08%), medium (34.04%), and low and very low (38.89%) of 

respondents with mean- rating of 2.82 and standard deviation of 1.071. 
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 Table 37: Independent Samples Test(Organizational System Quality) 
 Levene's Test for 

Equality of 

Variances 

                          t-test for Equality of Means 

F Sig. T Df Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

System 

Quality 

Equal variances 

assumed 
.000 .992 16.666 16 .000 .64000 .03840 .55859 .72141 

Equal variances not 

assumed 

  
16.666 15.147 .000 .64000 .03840 .55822 .72178 

Source: Organized by researcher (2016) 

As shown in the table 39, there is statistically significant difference between mean of 

organizational system quality between high performing public organizations in Oromia 

(Mean= 3.4589 and SD=0.7114) and low performing public organizations in the region 

(Mean= 2.8189 and SD= .09062) for t (16) =16.666, P<0.05. In addition, the fact that 

mean difference is 16.67 times larger than the standard error of difference shows that 

mean difference is large enough to be significant at P<0.05.  

Furthermore, observing the lower limit and the upper limit reveals that the researcher is 

confident that the true populations mean difference falls between these two values; 

which means 0. 64000 (95% CI= 0.55859 to 0.72141) indicating that even under worst 

condition high performing public organizations are still 0.55859 more than low 

performing public organizations in their organizational system quality. 

Furthermore, discussion with key interviewees concerning public service system quality 

highlighted that high performance public organizations have strength in: 

 Declaring of citizen charter to create transparent system 

 Using technology as enabler to improve service delivery system  

 Designing and implementing one stop shopping system 

 Designing  complaint management system 

 Continuous system improvement or recalibration  
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 Empowering lower level or local level institutions   

 Continuous performance evaluation   

 Existence of accountability system  such as recognizing high performers   

 Designing and improving organizational system to combat rent-seeking 

attitudes and practices 

 Designing human resource discipline guidelines and creating  awareness  

in collaboration with human resource process, reform and anticorruption 

directorates 

On the contrary, the low performing public organizations in the region have major 

weaknesses in many areas such as: 

  Understanding problem on the importance public sector reform followed by 

resistance 

 Poor implementation of public sector reform initiative 

 Failure  to focus on result and hence failure to link with strategy execution 

 Unable to utilize technology  to upgrade public service delivery 

 Unable to maintain momentum in setting and implementing workable system 

Generally, both quantitative and qualitative  analysis of  primary data concerning 

organizational system quality of the reported high and low performance public 

organizations as part and parcel of answering the 2nd and 3rd  research questions ; as well 

as the 1stresearch hypothesis  elucidate that the reported high performing public sectors 

are performing more than the low performing counter parts. 

 Next, the status of public service performance quality characterized by service quality 

and public sector innovation is analyzed to identify whether public service performance 

quality is similar or different between the reported high performance and low 

performance category of public organizations. 
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5.2.3 Analyzing Public Sector Performance Quality 

5.2.3.1 Analyzing Public Service Quality 

Strategy is persistence of a vision, and quality requires the alignment of the entire 

organization to that vision as well as the consistent execution and performance of 

those activities that deliver the vision (American Society for Quality, 2003:16). 

Furthermore, Parasuraman et al. (1988) cited in Munhurrun, P.R. and Bhiwajee, 

S.D.L. (2010, p. 38) perceive service quality as an overall judgment similar to attitude 

towards the service and generally accepted as an antecedent of overall customer 

satisfaction. Furthermore, better design, execution, and daily management of 

customer-focused quality improvement (QI) strategies are vital for all types of 

organizations, especially those providing services or products to market leaders in the 

business, nonprofit, and public sectors (Milakovich, M. , 2005, p.1). 

In this regard, public organization can win or lose public trust in the way it provides 

public service and realizes socio-economic development goals. Thus,  service quality 

dimension proposed by Rust, R.T. (2003, p. 31) such as (1) reliability involves 

consistency of performance and dependability (2) responsiveness concerns the 

willingness or readiness  and timeliness of employees to provide service  (3) competence 

means possession of the required skills and knowledge to perform the service (4 ) access 

involves approachability and ease of contact (5) courtesy involves politeness, respect, 

consideration, and friendliness of contact personnel (6 )   communication means keeping 

customers informed in language they can understand and listening to them. It may mean 

that the company has to adjust its language for different consumers — increasing the 

level of sophistication with a well educated customer and speaking simply and plainly 

with a novice (7) credibility involves trustworthiness, believability, honesty and having 

the customer's best interests at heart (8) security is the freedom from danger, risk, or 

doubt (9) understanding/knowing the customer involves making the effort to understand 

the customer's needs (10)  tangibles includes the physical environment and 

representations of the service are considered to determine the status of public service 

quality of high performing public sectors and low performing public sectors in Oromia 

Regional State 



296 
 

Table 38: Public Service Quality Assessment 
 

No  Status of 
organizati
on 

Variable                      Rate     
5 4 3 2 1 Mean  SD 

1 High  Tangibility of service 10.80  20 64.60 4.40 0.10 3.3698 0.7391 

Low    2.00 16.50 81.50 1.2048 0.4509 

2 High  Reliability of service 11.10 19.10 65.40 4.30 0.10 3.3672 0.7404 

Low    1.10 17.40 81.50 1.1594 0.4230 

3 High  Responsiveness of service 
delivery 

10.90  19.50 65.00 4.40 0.10 3.3672 0.7404 

Low    0.90 17.40 81.70 1.1928 0.4178 

4 High  Competency of service 
providers 

10.90 19.10 65.60 4.40 0 3.3658 0.7347 

Low    4.30 25.30 70.40 1.3387 0.5568 

5 High  Courtesy(politeness) of 
service providers 

10.90 19.50 65.20 4.30 0.10 3.3685 0.7388 

Low    1.20 17.30 81.50 1.1968 0.4271 

6 High  Credibility(trustworthiness) of 
service providers 

9.10 21.40 65.20 4.30 0.10 3.3498 0.7093 

Low    1.20 17.30 81.50 1.1968 0.4271 

7 High  Security(maintaining 
customers' confidentiality of 
information) 

9.20 20.80 65.60 4.30 0.10 3.3471 0.7106 

Low    1.20 17.30 81.50 1.1968 0.4271 

8 High  Access(approachability & 
ease of contact) 

11.10 19.60 64.90 4.30 0.10 3.3725 0.7413 

Low    2.70 17.70 79.70 1.2303 0.4807 

9 High  communication or Transparency 

(making citizens informed) 

10.90 19.50 63.40 4.30 1.90 3.3338 0.7999 

Low    3.10 17.70 79.30 1.2383 0.4934 

10 High  Understanding citizens' needs and 

providing service 

10.90 19.90 62.60 4.30 2.30 3.3298 0.8139 

Low    3.10 17.70 79.30 1.2383 0.4933 

High  Average  10.58 19.84 64.75 4.33 0.50 3.36 0.74684 

 Low    2.08 18.16 79.79 1.2193 0.460 

 

          Source: organized by researcher, 2016 
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 Table 39: Independent Samples Test (public service quality) 

 Levene's Test for 
Equality of 
Variances 

t-test for Equality of Means 

F Sig. t df 
 

 

Sig. 
(2-
tailed) 

Mean 
Differen
ce 

Std. 
Error 

Differe
nce 

95% Confidence 
Interval of the 

Difference 
Lower Upper 

Tangibility 
of service 

Equal variances 
assumed 202.431 .000 68.374 1494 .000 2.16501 .03166 2.10290 2.22712 

Equal variances 
not assumed 

  
68.416 1237.654 .000 2.16501 .03164 2.10292 2.22709 

Reliability 
of service 

Equal variances 
assumed 232.725 .000 69.633 1494 .000 2.17171 .03119 2.11053 2.23288 
Equal variances 
not assumed 

  
69.680 1189.894 .000 2.17171 .03117 2.11056 2.23286 

Responsive
ness of 
service 
delivery 

Equal variances 
assumed 242.781 .000 69.926 1494 .000 2.17439 .03110 2.11339 2.23538 

Equal variances 
not assumed 

  

69.975 1181.230 .000 2.17439 .03107 2.11342 2.23535 

Competenc
y of service 
providers 

Equal variances 
assumed 43.236 .000 60.128 1494 .000 2.02713 .03371 1.96100 2.09326 

Equal variances 
not assumed 

  
60.150 1394.075 .000 2.02713 .03370 1.96102 2.09324 

Courtesy   

Equal variances 
assumed 229.095 .000 69.577 1494 .000 2.17170 .03121 2.11048 2.23293 
Equal variances 
not assumed 

  
69.623 1198.329 .000 2.17170 .03119 2.11051 2.23290 

Credibility  

Equal variances 
assumed 197.963 .000 71.096 1494 .000 2.15301 .03028 2.09361 2.21242 
Equal variances 
not assumed 

  
71.140 1227.940 .000 2.15301 .03026 2.09364 2.21239 

Security  

Equal variances 
assumed 194.223 .000 70.911 1494 .000 2.15034 .03032 2.09086 2.20983 
Equal variances 
not assumed 

  
70.956 1226.582 .000 2.15034 .03031 2.09089 2.20980 

Access   

Equal variances 
assumed 155.759 .000 66.293 1494 .000 2.14224 .03231 2.07886 2.20563 
Equal variances 
not assumed 

  
66.330 1283.034 .000 2.14224 .03230 2.07888 2.20560 

communica
tion   

Equal variances 
assumed 130.272 .000 60.965 1494 .000 2.09549 .03437 2.02807 2.16291 
Equal variances 
not assumed 

  
61.001 1245.769 .000 2.09549 .03435 2.02810 2.16289 

understandi
ng citizens 

Equal variances 
assumed 133.711 .000 60.080 1494 .000 2.09149 .03481 2.02320 2.15977 

Equal variances 
not assumed 

  
60.117 1232.872 .000 2.09149 .03479 2.02323 2.15974 

 
             Source: computed from primary data; 2016 
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1) Tangibility of public service 
 
According to Munhurrun, P.R. and Bhiwajee, S.D.L. (2010, p. 8), tangibility of service 

deals with appearance of physical facilities, equipment, personnel and communication 

materials to be used by service providing organization. In this regard, tangibility of 

service which deals with cleanliness of service area, physical facilities put in place to 

facilitate service delivery can determine how beneficiaries perceive public service 

delivery system.  

The status of tangibility of public service in high performing public organization of 

Oromia region is rated by respondents as high and very high (30.80%), 

medium(64.40%) and low and very low(4.50%) with rating of  nearly 3.37 and standard 

deviation of 0.7391. When low performing public organizations in the region were rated 

by beneficiaries, the result showed medium (2%)   and low and very low (98%) with 

mean rating of 1.2048 and standard deviation of 0.4509.   

Additionally,  there is statistically significant difference between mean rating of public 

service tangibility in high performing public organizations in Oromia (mean=3.37 and 

standard deviation=0.7391 and the mean rating of public service tangibility in low 

performing public organizations in the region(mean= 1.21 and standard deviation 

=0.4509) for t(1237.654)= 68.416 ; P< 0.05. From this, it can be deduced that reported 

high performance public organizations in Oromia were performing more than low 

performance organizations in the region regarding tangibility of public service as 

confirmed by beneficiaries.  

2)  Reliability of service 

According to Milakovich, M. (2005, p. 42), reliability of service is among the 

multidimensional, customer-focused view of gauging service quality.  Furthermore, 

White, S.S., Schneider, B. (2003, p. 32) describe reliability of services as delivering the 

promised performance dependably and accurately  

 Accordingly, governments promise socio-economic transformation through policies and 

strategies during election campaign and strategic plan thereof and hence reliability in 

public service requires public organizations to deliver the promised performance 

dependably and accurately to improve citizens’ livelihood. Cascading from broad 

national and regional comprehensive development goals, public organizations as 
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government machineries also promise to lift up existing socio-economic status of 

citizens to better state. Ultimately, it is citizens who should determine how public 

organizations are living their promises. Consequently, an attempt was made to solicit 

beneficiaries view regarding the status of reliability of service in reported high 

performance and low performance public organizations in Oromia Region. 

 In this regard, high performance organizations in Oromia are rated by respondents as 

high and very high (30%), medium (65.40%) and low and very low (4.40%) with mean 

rate of approximately 3.37 and standard deviation of 0.7404.  On the contrary, reported 

low performing public organizations in the region are rate by respondents as low 

(17.40%) and very low (81.5%)  with overall rating of 98.90% as  poor performance on 

reliability of service with mean 1.20 and standard deviation of 0.423. 

Furthermore, there is statistically significant different between mean of high   

performing public organizations (mean=3.37 and standard deviation =0.7404) and low 

performance public organizations (mean = 1.20 and standard deviation=0.423) for t 

(1189) = 68.68; p < 0.05. Thus, the analysis confirms that reported high performance 

public organizations in Oromia region were better than low performing public 

organizations in the region as reported by beneficiaries of public service in the region. 

3) Responsiveness of service delivery 
In the words of White, S.S., Schneider, B. (2003, p. 32), responsiveness of service 

delivery is concerned with willingness of an organization to provide prompt service and 

help its customers properly. Therefore, responsiveness of public service is the hallmark 

of modern service delivery system as citizens expect more and more improvement from 

public institutions. In effect, responsive service delivery system is a power to get 

citizens’ hearts and minds to rally along multifaceted development policies, strategies 

and plans designed to uplift citizens from deep-rooted poverty as far as our country is 

concerned.  

In an attempt to determine the status of responsiveness in high performance public 

organizations in Oromia, respondents participated in the study reported high and very 

high (30.40%), medium (65%), low and very low (4.50%) with mean 3.37 and standard 

deviation of 0.7404. However, the analysis showed that low performance public 

organizations in the region were reported as medium (1%), low (17.40%) and very low 

(81.70%) with mean rate of approximately 1.20 and standard deviation of 0.4178. 
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 In addition, the independent sample T-test reveals existence of statistically significant 

difference between high performance public organizations in Oromia (mean= 3.37 and 

standard deviation=0.7404) and low performing public organizations (mean=1.20 and 

standard deviation=0.4178) for t (1181) =69.975; p< 0.05 implying that reported high 

performing public organizations were perceived positively than low performing public 

organizations in terms of ensuring response of public service.  

4)  Competency of service providers 

According to White, S.S., Schneider, B.  (2003, p. 32), competency of service provider 

pertains to possession of the necessary skills and knowledge required to perform the 

service. In this regard, citizens’ appetite for quality service is high in modern days, and 

hence competency of service providers is nitty-gritty to provide such service.  

In this regard, high performing public organizations in Oromia were reported as high 

and very high (30%), medium (65.60%), low and very low (4.40%) with mean 3.37 and 

standard deviation of 0.7347.  On the other hand, low performing public organizations 

were reported as medium (4.30%), low (25.30%) and low and very low (70.40%) with 

mean 1.34 and standard deviation of 0.5568. 

Furthermore, independent sample t-test demonstrates existence of statistically significant 

difference between high performing public organizations in Oromia (mean=3.37 and 

standard deviation=0.7374) and low performing public organizations in the region 

(mean=1.34 and standard deviation=0.5568) for t (1394) =60, p<0.05.  That means high 

performing public organizations in the region were perceived positively than low 

performing public organizations in the region in delivering their service based on 

knowledge and skill on what they do. 

5) Courtesy (politeness) of service providers 

As the reasons for all public organizations are citizens, they deserve respect, not scorn; 

they deserve credit instead of blame. This requires rendering citizens and beneficiaries 

the politeness, respect, consideration, and friendliness of contact personnel in providing 

public service.  

Concerning the status of politeness or courtesy in service provision by reported  high 

performing public organizations in Oromia, respondents rated such performance as high 
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and very high(30.40%), medium(65.20%), low and very low(4.40%), with mean  3.37 

and standard deviation of 0.7388. On the contrary, the reported low performing public 

organizations were reported by beneficiaries as medium (1.20%), low (17.30%) very 

low (81.50%) with mean 1.12 and standard deviation of 0.4271. 

Comparing performance of the two category of public organizations, there is statistically 

significant difference between mean rating of high performance public organizations in 

the region (mean= 3.37 and standard deviation=) and low performing public 

organizations (mean =1.12 and standard deviation =0.4271) for t (1198) = 69.60; p < 

0.05. In this regard, high performing public organizations in Oromia Region were 

perceived positively than low performing public organizations in the region concerning 

courtesy of service providers in these organizations. 

6) Credibility (trustworthiness) of service providers 

According to A. Parasuraman, Valerie A. Zeithaml, and Leonard L. Berry (1985) cited by 

Federal Transit Administration in Transit Cooperative Research Program (1999, p.10), 

credibility of service provider involves trustworthiness, believability and honesty, 

reputation; personal characteristics of personnel to the extent of having the customer's 

best interests at heart. As public organizations are established to work for the best 

interest of citizens, their credibility or trustworthiness is a precious-precious bond 

between supply and demand sides of public services.  

In this regard, reported high performing public organizations in Oromia Region were 

rated as high and very high (30.50%), medium (65.20%), low and very low (4.40), with 

mean 3.35 and standard deviation of 0.7093. On the contrary, reported low performing 

public organizations in the region were rated as medium (1.20%), low (17.30%), very 

low (81.50%) with mean 1.20  and standard deviation of 0.4271.  

Furthermore, the independent sample t-test showed that high performing public 

organizations in the region (mean=3.35 and standard deviation=0.7093) and low 

performing public organization (mean= 1.20 and standard deviation=0.4271) for t (1227) 

= 71, p <0.05 signifying that reported high performing public organizations in the region 

were perceived positively than low performing public organizations in the region in 

terms of credibility or trustworthiness in service provision. 
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7) Security of Public Service Delivery 

Security in public service delivery requires service providers to maintain confidentiality 

of citizens’ information public organizations have access to in the course of service 

delivery (Federal Transit Administration; 1999, p. 11). Concerning the status of security or 

confidentiality of citizens’ information in high performing public organizations in 

Oromia ,  respondents who participated in the study mentioned high and very high 

(30%), medium (65.60%), low and very low (4.40%) with mean=3.35 and standard 

deviation of 0.7106.  Conversely, confidentiality of beneficiaries information in the low 

performing public organizations was reported as medium (1.20%), low (17.30%), very 

low (81.50%) with mean response of 1.20 and standard deviation of 0.4271. 

The independent sample t-test also demonstrated existence of statistically significant 

difference between mean performance of high performing public organizations in 

Oromia (mean=3.35 and standard deviation= 0.7106) and low performing public 

organizations (mean= 1.20 and standard deviation=0.4271) for t (1226) =71, p < 0.05 

showing that high performance public organizations in the region were perceived 

positively  than low performing public organizations in relation to security of service 

provision.  

8) Accessibility of service 

Accessibility of service provider encompasses service location, operating hours, 

employees, operational systems designed so that customers can access the service easily 

(White, S.S., Schneider, B.; 2003, p. 32). Accordingly, accessibility of public service 

saves citizens’ time, energy, and money and maximizes their benefits.  

In this context, beneficiaries’ evaluation of high performance public organizations in 

Oromia is reported as high and very high (30.70%), medium (64.90%), low and very 

low (4.40%) with mean (3.37) and standard deviation of 0.7413. In contrast, low 

performance public organizations in the region were reported as medium (2.70%), low 

(17.70%), and very low (79.70%) with mean response of 1.23 and standard deviation of 

0.4807. 

On top of that there is statistically significant difference between mean performance of 

high performance public organizations in Oromia (mean=3.37 and standard 

deviation=0.7413) and low performance public organizations (mean=1.23 and standard 
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deviation=0.4807) for t(1283)=; p< 0.05 which denotes that high performance public 

organizations in the region were reported positively than their low performance 

counterparts concerning accessibility of service. 

9) Communication or Transparency  

According to Federal Transit Administration (1999, P.11) communication or transparency 

is keeping customers informed in well understandable way and in a way beneficiaries can 

easily listen and understand. Thus, communication in public service delivery pertains to 

keeping citizens and stakeholders informed government policy, strategy, programs, plan 

and standards as well as performance report to citizens to build strong bond between 

general public and service providers. On top of this, it is citizens’ constitutional right to 

get up-to-date information from service providers so as to actively engage in all matters 

of decisions and executions in accordance with existing institutional framework.    

As to the status of transparency in high performing public organizations in Oromia, 

respondents perceived such performance as high and very high (30.40%), medium 

(63.40%), low and very (6.20%) with mean rating of 3.33 and standard deviation of 

0.80. When the status of transparency in the reported low performing public 

organization in the region is concerned, respondents’ opinion revealed medium (3.10%), 

low (17.70%), very low (79.30%) with mean 1.24 and standard deviation of 0.4934. 

Besides, independent sample t-test also showed that mean performance of high 

performing public organizations in the region (mean= 3.33 and standard deviation= 

0.80) is significantly and statistically different from mean of the low performing public 

organizations in the region (mean= 1.24 and standard deviation= 0.4934) for t (1246) 

=61; p< 0.05 indicating that  high performing public organizations in the region were 

perceived positively than the low performing organizations in the region  with reference 

to communicating policies, strategies, plans, and performance standards to their 

beneficiaries. 

10) Understanding citizens' needs and providing service 

Federal Transit Administration (1999, p. 10) describes understanding refers to making the 

effort to understand the customer's needs to provide tailor-made services or services that 

match citizens expectations. Accordingly, the hallmark of citizen-centered public 

organization is putting oneself in citizens’ shoe which in turn requires public 
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organizations to go further step to conduct need analysis and provide service that fits or 

exceed their expectations.   

In an attempt to draw a line between high performing and low performing organizations 

in terms of understanding citizens’ interest in advance and provide demanded service, 

respondents who participated in the study rated high performance public organizations 

in Oromia as high and very high(30.80%),   medium(62.60%), low and very low(6.60%) 

with mean 3.33  and standard deviation of 0.814. 

However, beneficiaries rated low performance public organizations in the region as   

medium (3.10%), low (17.70%) and very low (79.30%) with mean 1.24 and standard 

deviation of 0.4933.  Independent sample t-test for equality  of means also depicts 

existence of statistically significant difference between high performing public 

organizations(mean=3.33 and standard deviation= 0.814)  for t(1233)= 60; p< 0.05 

revealing that high performing public organizations in the region were rated positively  

than the low performing public organization in understanding and serving citizens’ 

needs. 

       Table 40: Summary of Service Quality Dimensions 
No  Status of 

organizati

on 

Variable                      Rate     

5 4 3 2 1 Mean  SD 

1 High  Tangibility of 
service 

10.80  20 64.60 4.40 0.10 3.3698 0.7391 

Low    2.00 16.50 81.50 1.2048 0.4509 

2 High  Reliability of 
service 

11.10 19.10 65.40 4.30 0.10 3.3672 0.7404 

Low    1.10 17.40 81.50 1.1594 0.4230 

3 High  Responsiveness of 
service delivery 

10.90  19.50 65.00 4.40 0.10 3.3672 0.7404 

Low    0.90 17.40 81.70 1.1928 0.4178 

4 High  Assurance 12.53 20.20 64 4.33  3.36 0.7234 

Low    1.95 19.30 78.73 1.24 0.460 

5 High  Empathy 10.97 19.67 63.63 4.30 1.43 3.34 0.785 

Low    2.97 17.70 79.43 1.24 0.489 

 High   Average  30.95 64.46 3.793 3.36 0.746 

 Low   Average   1.78 82.5 1.21 0.448 

 
Source: Organized by researcher (primary data) 2016. 
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According to White, S.S., Schneider, B. (2003, p. 32) the ten service attributes discussed 

in the above section can be summarized in to five-service quality dimensions comprises 

of (1) tangibles, (2) reliability, (3) responsiveness, (4) assurance which denotes 

combination of items designed originally to assess competence, courtesy, credibility, 

and security, (5) empathy which also signifies combination of items designed originally 

to assess access, communication, and understanding the customer. Therefore, service 

attributes indicated in table 40 are summarized as in table 42 and elaborated as follows: 

1) Tangibility of public service  

As shown in table 42, tangibility of public service of the reported high performance 

public organizations in Oromia was rated by beneficiaries as high and very high 

(30.80%), medium (64.80%), low and very low (4.50%) with mean 3.37 and standard 

deviation of 0.7398.On the other hand, tangibility in low performing public 

organizations in Oromia was reported as medium (2%), low (16.50%) and very low 

(81.50%) with mean 1.21 and standard deviation of 0.451. 

In addition, there is statistically significant difference between high performing public 

organizations (mean= 3.37and standard deviation=0.7398)  and low performing public 

organizations in the region(mean= 1.21 and standard deviation= 0.451) at p<0.05 

implying that reported high performing public organizations in the region were rated 

positively than the low performing public organizations concerning attractiveness of 

service delivery area and facilities put in place to deliver public service as confirmed by 

beneficiaries.   

2) Reliability of public service 

As indicated in table 42, reliability of public service in high performing public 

organizations in Oromia region was rated by respondents as high and very 

high(30.20%), medium(65.40%) , low and very low(4.40%) with mean rating of 3.37 

and standard deviation of 0.7404.  Conversely, reliability of public service in low 

performing public organizations was rated by respondents as medium (1.10%), low 

(17.40%) and very low (81.50%) with mean 1.16 and standard deviation of 0.4230. 

Besides, there is statistically significant difference between high performing public 

organizations ( mean 3.37 ; standard deviation=0.7404) and low performing public 

organizations(mean = 1.16; standard deviation= 0.4230)  at p< 0.05 denoting that 
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reported high performing public organizations in the region were perceived positively  

than the low performing public organizations in delivering the promised public service 

dependably and properly. 

3) Responsiveness of public service delivery 

As information in table 42 depicts , responsiveness of public service delivery in high 

performing public organizations were assessed as high and very high (30.40%), medium 

(65%), low and very low (4.50%) with mean rating of 3.37 and standard deviation of 

0.7404. Concerning the status of responsiveness of service delivery in the low 

performing public organizations was reported as medium (0.90), low (7.40%), very low 

(81.70%) with mean response of 1.19 and standard deviation of 0.4178.  

Additionally, there is statistically significant difference between high performing public 

organizations (mean=3.37; standard deviation= 0.7404) and low performing public 

organizations (mean= 1.19; standard deviation=0.4178) at p <0.05 signifying that high 

performing public organizations were rated positively than the low performing public 

organization in ensuring responsiveness of service delivery. 

4) Assurance of service delivery 

As shown in table 42, high performing public organizations in Oromia were reported as 

high and very high (32.73%), medium (64), low and very low (4.33) with mean response 

of 3.36 and standard deviation of 0.7234. On the opposite side, the low performing 

public organizations were reported as medium (1.95%), low (19.30%), and very low 

(78.73%) with mean response of 1.24 and standard deviation of 0.460 

On top of this, there is statistically significant difference between mean rating of high 

performing public organizations (mean= 3.36; standard deviation = 0.7234) and low 

performing public organizations in the region (mean= 1.24; standard deviation = 0.460) 

at p<0.05 denoting that high performing public organizations were perceived positively 

than the low performing public organizations in the region in term of competence, 

courtesy, credibility and security. 

5) Empathy of public service delivery 

The status of empathy in  public service organizations as shown in table 42   depicts that 

high performing public organizations in Oromia were rated as high and very high 

(30.64%), medium (63.63%), low and very low (4.30%) with mean response of 3.34  
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and standard deviation of 0.785. On the side of low performing public organizations, 

empathy of service providers was reported as medium (2.97), low (17.70%), and very 

low (79.43%) with mean 1.24 and standard deviation of 0.489. 

Furthermore, there is statistically significant difference between high performing public 

organizations(mean= 3.34; standard deviation= 0.785) and low performing public 

organizations(mean= 1.24; standard deviation= 0.489) at p< 0.05 revealing that high 

performing public organizations were rated positively than the low performing public 

organizations in ensuring access, promoting transparency or communication and 

fostering understanding of citizens needs . 

Taking grand performance of public organizations in terms of the five-service quality 

dimensions such as  tangibility of service, reliability of service, responsiveness of 

service, assurance of service and empathy of service providers, high performing public 

organizations in Oromia were rated by beneficiaries as high and very high (30.95%), 

medium (64.46%), low and very low (4.68%) with mean 3.36 and standard deviation of 

0.746 while low performing public organizations were reported as medium (1.78), low 

(17.66) and very low (64.84) with mean response of 1.21 and standard deviation of 

0.448 and the difference is significant for t (5123) =135; p<0.05 signifying that high 

performing public organizations were perceived positively than the low performing 

public organizations in Oromia in relation to public service quality. 

5.2.3.2 Assessment of Public Sector Innovation 

A well-functioning public governance backing up a responsive regulatory framework, 

high-performing public policy programs, highly productive public service delivery, and 

high-performing public organizations have become indispensable to countries striving 

for sustainable economic development and smart growth  where success in public 

sectors is increasingly dependent on innovativeness and creativity and hence public 

sector organizations’ transformative and innovative capability(Anttiroiko, A.V., Bailey, 

S. and Valkama, P. (eds.) 2011, p. 1). In accordance with their conceptualization, 

innovation in public governance is a new mechanism or institutional arrangement which 

is successfully implemented to solve governance problems or to gain better governance 

outcomes. 
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Schumpeter (1942), McDaniel (2002), Mulgan and Albury (2003), Fagerberg et al., 

(2005); Moore and Hartley, (2008), and Windrum (2008) cited in Bekkers, V. ,  

Edelenbos, J.,  and Steijn, B. (2011, p. 15), categorize innovation as product or service 

innovations, technological innovations, process innovations, organizational and 

management innovations, conceptual innovations, governance innovations and 

institutional innovations 

In this regard, public sector innovations mark a break with the old service delivery 

system and lead to high performance by removing most of the service delivery 

challenges in public sectors.  Thus, data pertaining to public sectors innovations were 

collected, presented and analyzed as an indicator of sectors’ perceived performance: 

Table 41: Assessment of public sector innovation 
No  Status   Variable                      Rate     

5 4 3 2 1 Mean  SD 

1 High  Status of service 
innovation 

6.00 17.40 69.90 4.50 2.10 3.2059 0.70975 

Low    4.50 13.40 82.10 1.2246 0.51519 

2 High  Technological 
innovations (using 
technology as enabler) 

4.70 18.40 69.70 4.70 2.50 
3.1805 

0.69866 

Low    3.10 12.80 84.10 1.1898 0.46431 

3 High  status of process 
innovation (removing 
bureaucracy) 

7.40 16.70 68.90 4.70 2.40 3.2193 0.74629 

Low    4.30 12.70 83.0 1.2126 0.50327 

4 High  status of organizational 
or management 
innovation  

7.20 16.80 68.90 4.50 2.50 
3.2166 

0.74707 

Low    3.90 15.20 80.90 1.2299 0.50493 

5 High  status of conceptual 
innovations (out-of-the 
box thinking) 

4.80 18.90 69.50 4.80 2.00 3.1965 0.68656 

Low    2.70 15.20 82.10 1.2059 0.46611 

6 High  Status of  governance 

innovation  

4.90 18.90 69.30 4.40 2.50 3.1925 0.70405 

Low    2.80 16.60 80.60 1.2219 0.47868 

7 

High  Institutional innovation 

(rules, regulations, 

norms) 

4.80 20.70 67.50 4.50 2.40 3.2099 0.70573 

Low    3.10 14.80 82.10 1.2099 0.47712 

 High  Average  23.95 69.10 6.93 3.20 0.714 

Low   Average   3.49 96.52 1.214 0.4871 

        Source: organized by researcher, 2016 
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           Table 42: Independent t-test (Public sector innovation) 

 Levene's Test for 
Equality of 
Variances 

               t-test for Equality of Means 

F Sig. t df Sig.  

(2-
tailed) 

Mean 
Differenc
e 

Std. Error 
Differenc
e 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Status of 
service 
innovation 

Equal variances    30.521 .000 62.020 1494 .000 1.98339 .03198 1.92065 2.04612 

Not Equal variances     62.046 1360.394 .000 1.98339 .03197 1.92068 2.04609 

technologica
l 
innovations(
using 
technology 
as enabler) 

Equal variances 
assumed 

46.149 .000 64.508 1494 .000 1.98748 .03081 1.92704 2.04791 

Not Equal variances   
  

64.542 1297.402 .000 1.98748 .03079 1.92707 2.04789 

status of 
process 
innovation 
(removing 
bureaucracy) 

Equal variances   51.963 .000 60.629 1494 .000 2.00344 .03304 1.93862 2.06826 

Not Equal variances   
  

60.660 1308.684 .000 2.00344 .03303 1.93864 2.06823 

status of 
organization
al or 
management 
innovation  

Equal variances   43.235 .000 60.474 1494 .000 1.98871 .03289 1.92420 2.05322 

 Not Equal variances     
  

60.504 1308.591 .000 1.98871 .03287 1.92423 2.05319 

status of 
conceptual 
innovations   

Equal variances   40.985 .000 65.199 1494 .000 1.98743 .03048 1.92764 2.04723 

Not Equal variances     65.232 1312.961 .000 1.98743 .03047 1.92766 2.04720 

status of 
governance 
innovation   

Equal variances   32.173 .000 62.925 1494 .000 1.96736 .03127 1.90604 2.02869 

Not Equal variances       62.956 1314.276 .000 1.96736 .03125 1.90606 2.02867 

status of 
Institutional 
innovations  

Equal variances   51.193 .000 64.143 1494 .000 1.99944 .03117 1.93830 2.06059 

Not Equal variances     64.175 1312.163 .000 1.99944 .03116 1.93832 2.06056 

Source: organized by researcher (primary data 2016) 
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1) Service innovation 

According to Bekkers, V. ,  Edelenbos, J.,  and Steijn, B. (2011, p. 15), focus on the 

creation of new public services or products and improving existing one  which in the 

period of rising citizenry demand for heightened public service  is vital for coping with 

public interest. This signifies the importance of public service innovation in providing 

public policies and strategies smartly and adding significant citizens’ values and 

providing new service types and improve existing ones.    

In this regard, reported high performing public organizations in Oromia region were 

rated by respondents as high and very high (23.40%), medium (69.90%), low and very 

low (6.60%) with mean 3.21 and standard deviation of 0.70975. Conversely, reported 

low performing public organizations in the region were reported as medium (4.50%), 

low (13.40%) and very low (82.10%) with mean 1.23 and standard deviation of 0.51519. 

Furthermore, there is statistically significant difference between high performing public 

organization (mean=3.21 and standard deviation=0.70975) and low performing public 

organizations (mean=1.23 and standard deviation=0.51519) for t (1360) = 62; p< 0.05 

which depicts that high performing public organizations were perceived by beneficiaries 

positively than low performing public organizations in the region with reference to 

public service innovation.   

2) Technological innovation 

Reform initiatives emerged as a legacy of   the new public management and new public 

service paradigm demand information and communication technology as an enabler 

since it re-aligns organizations and business processes, hasten internal and external 

communications, foster knowledge management and good governance, advance the 

struggle against rent-seeking and so on.  In this context, technological innovation is 

described as creation and use of new technologies that are vital for ensuring citizens’ 

advantages  through provision of  timely information and technology-backed service 

delivery (Bekkers, V. ,  Edelenbos, J.,  and Steijn, B. (2011, p. 15).   

In terms of technological innovation such as using information technology as enablers of 

service delivery or integrating  service delivery with ICT facilities by public institutions, 

reported high performing public organization in Oromia region were ranked by 
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beneficiaries as high and very high (23.10%) , medium (69.70%), low and very low 

(7.20%) with mean 3.18 and standard deviation of 0.69866. 

 
On the other hand, reported low performing public  organizations in Oromia region were 

rated as medium(3.10), low(12.80) and very low (84.11%) with mean 1.19  and standard 

deviation of 0.46431 regarding the status of technological innovation or integrating their 

service delivery with ICT service  to improve public service  delivery. 

Furthermore, the independent sample t-test for equality of means between high 

performing public organizations (mean= 3.18 and standard deviation=0.69866) and low 

performing public organizations (mean= 1.19 and standard deviation= 0.46431) showed 

existence of statistically significant difference for t (1297)=65 ; p< 0.05 implying that 

high performing public organizations were perceived positively than low performing 

public organizations in using information and communication technology to improve 

their service delivery. 

3) Status of process innovation  

According to Keathley, J.,  et al (2013, p.6) state, process innovation is concerned with 

finding better ways to do the job that an organization has to do ;  focused on the 

improvement of the quality and efficiency of internal and external business processes, 

such as the redesign of service delivery processes (Bekkers, V. ,  Edelenbos, J.,  and 

Steijn, B. (2011, p. 15) which necessitates   seamless service delivery processes that 

bring in contemporary improvement in cost, quality, time and service such as 

implementation of BPR and recalibration of the same to bring about sustainable 

performance transformation.  

When evaluated in terms of process innovation,  high performing public organizations in 

Oromia region were rated by beneficiaries as high and very high ( 24.10%),  medium ( 

68.90%), low and very low (7.10%) with mean 3.22  and standard deviation of 0.74629.  

However, reported low performing public organizations in the region were rated as 

medium (4.30%), low (12.70%) and very low (83%) with mean 1.21 and standard 

deviation of 0.50327. 

Additionally, independent sample t-test for equality of mean for high performing public 

organizations (mean= 3.22 and standard deviation= 0.74629) and low performing public 
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organizations (mean= 1.21 and standard deviation= 0.50327) for t (1309) = 61, p < 0.05 

elucidates existence of statistically significant difference between the two categories of 

public organizations which implies that reported high performing public organizations 

were better than low performing public organizations in the region as confirmed by 

beneficiaries participated in the study.  

4) Organizational and management innovation  

Organizational and management innovations focuses on the creation of new 

organizational forms, the introduction of new management methods and techniques, and 

new working methods such as the creation of performance management systems to 

monitor the outcomes of policy programmes or programmes that are aimed at increasing 

the mobility of public servants; one-stop shops that should prevent citizens and 

companies from being sent from pillar to post (Bekkers, V. ,  Edelenbos, J.,  and Steijn, 

B. (2011, p. 16).    

As Osborne, S. P. and Brown, K.  (2005, p.65)  also state that  the pace and character of 

change is reliant on how managers broker relationships and balance competing interests 

in the organization, management, administration and core business of each public 

service organization. Therefore, management innovation is decisive for landing 

transformation agenda and ensuring high performance public service delivery. 

Organization and management innovation can be realized by implementation of 

balanced scorecard as strategy management system, strategy performance measurement 

system and strategic communication system in public organization foster 

implementation of public policy.    

When evaluated in terms of organizational and management innovation,  high 

performing public organizations in Oromia region were rated by respondents as high and 

very high ( 24%), medium ( 68.90%), low and very low(7%) with mean 3.22 and 

standard deviation of 0.74707. Furthermore, the reported low performing public 

organizations in the region were rated by respondents as medium (3.90%), low (15.20%) 

and very low (80.90%) with mean response of 1.23 and standard deviation of 0.50493. 

On top of that, an independent sample t-test for equality of means reveals existence of 

statistically significant difference between reported high performing public 

organizations in the region (mean= 3.22 and standard deviation=0.74707) and low 
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performing public organizations(mean= 1.23 and standard deviation= 0.50493) for 

t(1309)= 61; p <0.05 remarking that reported high performing public organizations in 

the region were perceived positively than the low performing public organizations in 

relation to instilling organizational and management innovation in their respective 

organizations.  

5) Status of conceptual innovation 

As Bekkers, V., Edelenbos, J., and Steijn, B.(2011, p. 16)  figure out conceptual  

innovations occur in relation to the introduction of new concepts, frames of reference or 

even new paradigms that help to reframe the nature of specific problems as well as their 

possible solutions.  This lead to radical shift in the way service providers value and serve 

citizens, the way they think about the role of their organizations, the way they see the 

relationship between their organizations and citizens, and the way they see the 

relationship that should exist among organizational members and the extent at which 

public organizations set their service standard and measure their accomplishment 

through the power of conceptual innovation (i.e. out of the box thinking). 

Regarding the status of conceptual innovation in public organizations, reported high 

performing public sectors in Oromia were rated by respondents participated in the study 

as high and very high (23.70%), medium (69.50 %) and low and very low (6.80%) with 

mean response of approximately 3.20 and standard deviation of 0.68656. Nonetheless, 

low performing public sectors in the region were rated as medium (2.70%), low 

(15.20%) and low and very low (82.10%) with mean response of nearly 1.21 and 

standard deviation of 0.46611. 

With an attempt to evaluate the significance of difference between mean of high 

performing and low performing public organizations, an independent sample t-test  for 

equality of means proved  that statistically significant difference exists for t (65)= 1313 , 

p < 0.05 as far as the status of conceptual innovation in their respective organizations are 

concerned which confirm that reported high performing public organizations were rated 

positively than the  reported low performing ones regarding conceptual innovation.   
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6) Status of governance innovation 

Governance innovations are directed at the development of new forms and processes of 

governance in order to address specific societal problems, such as the governance 

practices that attempt to enhance the self-regulating and self-organizing capacities of 

policy networks (Bekkers, V., Edelenbos, J., and Steijn, B. 2011, p. 16).   Accordingly,   

public sector governance innovation pertains to how governance processes structures 

and system of an organization or government should be changed to realize social, 

political and economic goals. 

According to beneficiaries’ opinion, the reported high performing public organizations 

in Oromia region were rated as high and very high (23.80%), medium (69.30%), low 

and very low (2.50%) with mean 3.19 and standard deviation of 0.70405.  However, the 

reported low performing public organizations were evaluated by beneficiaries as 

medium (2.80%), low (16.60%) and very low (80.60%) with mean 1.22 and standard 

deviation of 0.47868. 

In addition, the independent sample t-test for equality of means showed the existence of 

statistically significant difference between the reported high performing public 

organizations (mean=3.19; standard deviation=0.70405) and low performing public 

organizations (mean= 1.22; standard deviation=0.47868) for t (1314) =63; p< 0.05 

implying that the reported high performing public organizations in Oromia were 

perceived positively than the low performing public organizations in the region 

concerning the status of governance innovation  as evaluated by beneficiaries.   

7) Institutional innovation  

As maintained by Bekkers, V., Edelenbos, J., and Steijn, B. 2011 (2011, p. 16), 

institutional innovations are fundamental transformations in the institutional relations 

between organizations, institutions and other actors in the public sector and more 

specifically in public administration such as setting rules, regulations and establishing 

norms that govern entire operations of the country.  

In this regard , the reported high performing public organizations in Oromia were rated 

as high and very high (25.50%), medium (67.50%), low and very low(6.90%) with 

mean response of 3.21 and standard deviation of 0.70573. On the other hand, the 

reported low performing public organizations in Oromia were evaluated by beneficiaries 
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as medium (3.10%), low (14.80%) and very low (82.10%) with mean response of 1.21 

and standard deviation of 0.47712. 

On top of this, an independent sample t-test for equality of mean reveals existence of 

statistically significant difference between high performing public organizations (mean= 

3.21; standard deviation = 0. 70573) and low performing public organizations (mean= 

1.21; standard deviation= 0.47712) for t (1312) = 64; p< 0.05 revealing that high 

performing public organizations were perceived positively than low performing public 

organizations in relation to status of institutional transformation in their organizations as 

confirmed by beneficiaries participated in the study.  

 Collectively , the overall evaluation or grand performance of the status of all kinds of 

innovations in public sectors revealed that high performing organizations were rated by 

respondents as  high and very high (23.95%) , medium ( 69.10%), low and very low 

(6.93%)  with mean response of 3.20 and standard deviation of 0.714 whereas the 

reported low performing public organizations were rated as medium(3.49%), 

low(14.39%) and very low(82.13%) with mean 1.21 and standard deviation of 0.4871 

which reflects that high performing public organizations were perceived positively than 

low performing public organizations in bringing about public sector innovation. 

Furthermore, there is statistically significant difference between mean response for 

reported high performance public organization in Oromia (mean= 3.20; standard 

deviation=0.71206) and low performance public organizations (mean= 1.17; standard 

deviation=0.44436) for t (9258) =174; p < 0.05 implying that the reported high 

performing public organizations in Oromia region were rated positively than low 

performing public organizations in the region in relation to public sector innovation. 

On top of that, interviewees also indicated that high performance organizations are 

characterized by alignment of operation with mission and vision of organizations (i.e. 

strategy focused) as well as existence of continuous performance improvement from 

year to year as opposed to the reported low performance public organizations with 

unrealistic plan and low focus on achieving result and characterized by one respondent 

as “lifeless performance” 
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Accordingly, both quantitative and qualitative information jointly revealed that the 

reported high performance public organizations were reported positively than the low 

performance organization counterparts in all dimensions of public service innovation.  

Finally, the grand perceived public sector performance comprising of public service 

quality and public service innovation revealed that the reported high performance public 

organizations were rated high and very high(27.45%), medium(66.78%), low and very 

low (5.36%) with mean= 3.28 and standard deviation = 0.73; whereas the reported low 

performance public organizations were rated medium(2.64%), low and very 

low(89.51%) with mean= 2.42 and standard deviation of 0.935 implying that high 

performance public organizations were rated positively than the reported low performing 

public organizations in terms of perceived public sector performance quality. 

5.2.4 Human Resource Quality 

Increasing citizens’ demand for high quality public services requires high quality human 

resource.  The major factors affecting capacity of the public sector workforce encompass 

(a) ability to perform; (b) conditions in the workplace; and (c) attitudes about 

performance ( UN, 1995:19).  Furthermore, workforce alignment which refers to the fit 

between employee characteristics and the strategic goals of an organization is critical for 

creating high performance organization and such alignment exists when an organization   

has people with the requisite skills, properly deployed and utilized, and actively 

contributing to organizational goals (Ericksen, G.A. 2006, p. 3) and Beer, M.(2009, 

p.19). 

Accordingly, this section of the dissertation is meant to analyze status of human resource 

quality in terms of contribution alignment or psychological alignment, capacity 

alignment and deployment alignment both in case of the reported high performance 

public organizations and the low performance counterparts as part and parcel of 

answering the 2nd, 3rd and 4th research question and the 1st research hypothesis in the 

following manner.  
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           Table 43:  Human Resource Quality 
No  status    Types of human resource 

alignment in public organizations  

                    Scale    

Mean  

 

SD 
 

V.H 

(5) 

High 

(4) 

Mediu
m 
(3) 

Low 

(2) 

V.L 

(1) 

1 High  Status of  human resources’ 

performance alignment 

(psychological alignment) 

15.40 42.70 34.70 5.60 1.60 3.65 0.863 

Low  16.40 29.10 31.80 16.40 6.40 
3.33 

1.126 

2 High  Status of  having required 

capacity (Capacity alignment)  

20.20 43.50 29.40 5.60 1.30 3.76 0.884 

Low  14.50 37.30 26.40 17.30 4.50 3.40 1.077 

3 High  Status of  assigning employees 
with  capacity (deployment 
alignment) 

14.90 40.60 33.20 8.20 3.20 3.56 0.950 
Low  13.60 25.50 31.80 20.00 9.10 3.15 1.164 

 

High  Average  16.83 42.27 32.43 6.47 2.00 3.66 0.899 

Low  Average  14.83 30.63 30.00 17.90 6.67 3.29 1.122 

       Source: Organized by researcher (2016)  

Table 44: Independent Samples Test(human resource quality) 

Alignment versions  Levene's Test for 
Equality of 
Variances 

t-test for Equality of Means 

F Sig. T Df Sig. 
(2-

tailed) 

Mean 
Differe
nce 

Std. 
Error 
Differe
nce 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Status of 
Contribution 
alignment  

Equal 
variances  

15.895 .000 

3.179 485 .002 .320 .101 .122 .518 

Not Equal 
variances  

2.753 148.304 .007 .320 .116 .090 .550 

  Status of skill 
alignment  

Equal 
variances  

11.991 .001 

3.530 485 .000 .356 .101 .158 .554 

Not Equal 
variances  

3.170 154.303 .002 .356 .112 .134 .578 

Status of  Deployment 
alignment 

Equal 
variances  

6.201 .013 

3.791 485 .000 .412 .109 .198 .625 

Not Equal 
variances  

3.394 153.762 .001 .412 .121 .172 .651 

Source: Organized by researcher (2016) 
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1) Contribution alignment (Psychological alignment) 

According to writers such as Ericksen, G.A. (2006, p. 3) and Beer, M. (2009, p.19) 

psychological alignment or contribution alignment refers to the degree to which 

employees actively and appropriately engage in behavior that helps an organization 

achieve its goals. In this context, psychological or contribution alignment is concerned 

with psychological contract or close attachment of public servants as organizational 

citizenship to their organization. So, contribution alignment (psychological alignment) 

can help foster commitment or internal dedication of public servants towards 

implementing public policies and strategies to realize organizational, regional and 

national development agenda.  

With respect to their contribution or psychological alignment, public servants in the 

reported high performing public organizations in Oromia were rated by respondents as 

high and very high (58.10%), medium (34.70%), low and very low (7.20%) with mean 

3.65 and standard deviation of 0.863. On the other hand, psychological alignment of 

public servants of the reported low performing public organizations were rated by 

respondents as high and very high (45.50%), medium (31.80%), low and very 

low(22.80%) with mean 3.33 and standard deviation of 1.126. This implies, both the 

reported high performance and low performance public organizations in the region were 

rated positively (mean > 3.00) though high performing organizations are rated more than 

the low performance organizations counterparts. 

On top of that, the independent sample t-test for equality of means between high 

performing public organizations (mean= 3.65; standard deviation=863) and low 

performing public organizations (mean= 3.33; standard deviation=1.126) confirms 

existence of statistically significant difference for t (148) = 3; p< 0.05.That means 

psychological or contribution alignment of public servants in high performing public 

organizations were perceived positively than those in low performing public 

organizations as confirmed by respondents participated in the study. 

2) Status of capacity alignment 

According to Ericksen, G.A. (2006, p. 20) and Beer, M. (2009, p.19) capacity alignment 

refers to the degree to which employees possess the knowledge and abilities necessary to 
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contribute to an organizational goals. In this regard, creating high performance public 

organization needs human resources capacity alignment in which public servants are 

equipped with the required technical capacity to delivery public service. With an attempt 

to identify the status of capacity alignment in public sectors of Oromia, the reported high 

performance public organizations were ranked by respondents as high and very high 

(63.70%), medium (29.40%), low and very low (6.90%) with mean response of 3.76 and 

standard deviation of 0.884. On the contrary, the reported low performing public 

organizations in the region were rated as high and very high (51.80%), medium 

(26.40%), low and very low (21.80%) with mean response of 3.40  and standard 

deviation of 1.077. This implies, both the reported high performance and low 

performance public organizations in the region were rated positively (mean > 3.00) 

though high performing organizations are rated more than the low performance 

organizations counterparts.  

Furthermore, the independent sample t-test for equality of means between high 

performance public organizations (mean= 3.76; standard deviation=0.884) and low 

performing public organizations (mean= 3.40; standard deviation= 1.077) reveals 

existence of statistically significant difference for t (154) = 3; p < 0.05 which indicates 

that the reported  high performing public organizations in region were rated above the 

low performing organizations.   

3) Human Resource Deployment Alignment 

Deployment alignment calls public sectors to deploy their human resources based on 

their knowledge, skill and experience so that they can utilize their capacity to add high 

value to their organizations which according to Ericksen (2006, p. 20) and Beer, M. 

(2009, p.19) is described as the degree to which an organization properly utilizes its 

workforce by putting proper person in the proper place. 

Concerning deployment alignment, 55.5% of human resource in high performing public 

sectors reported high and very high, 33.20% reported medium, and the remaining 

11.30% reported low and very low with mean 3.56 and standard deviation of 0.950. 

Conversely, 39.10% of respondents mentioned that profession-based human resource 
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deployment in low performing public organizations is high and very high, 31.80% rated 

at medium, and the remaining 29.10% of respondents reported low and very low status 

of deployment alignment in these sectors with mean response of 3.15 and standard 

deviation of 1.164.  This implies, both the reported high performance and low 

performance public organizations in the region were rated positively (mean > 3.00) 

though high performing organizations are rated above than the low performance 

organizations counterparts. 

Concerning the extent of difference, there is significant difference between high 

performing public organizations (Mean 3.56 and SD=0.950) and low performing public 

organizations (Mean= 3.15 and SD=1.164) at t (153.762) = 3.394, P<0.05 implying that 

high performing public organizations in the region were better at deployment alignment 

or assign their human resource based on their skill and offer training related to their job 

position to realize organizational mission. 

Generally, the aggregate analysis of human resource quality described by psychological 

alignment, competency alignment and deployment alignment is collectively rated as 

high and very (59.10%), medium (32.43%), low and very low (8.70%) with mean=3.66 

and standard deviation =0.899 for high performing public organizations. Besides, low 

performing public organizations were reported as high and very high (45.46%), medium 

(30%), low and very low (24.57%) with mean= 3.29 and standard deviation= 1.122 in 

aggregate human resource quality as measured by the status of alignment. 

This implies, both the reported high performance and low performance public 

organizations in the region were rated positively (mean > 3.00), though high performing 

organizations are rated more than the low performance organizations counterparts. 

 In addition, the independent sample t-test for equality of means between high 

performance public organizations(mean= 3.65; standard deviation= 0.9024) and low 

performing public organizations (mean=3.29 ; standard deviation= 1.125) for t(460)= 5; 

p < 0.05 signifies better human resource quality in high performing public organizations 

than low performing public organizations as measured by aggregate alignment result. 
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 Furthermore, discussion with interviewees on the theme human resource quality in high 

performing public organizations disclosed: 

 improved quality of employee recruitment and  selection  in their organizations 

 empowerment of human resources  in their organizations 

 improvement of  human resource quality ranging from   frontline public servants 

to senior  workforce 

  reaching consensus with human resources on policy, strategy and plan of their 

organizations as opposed to the reported low performing public organizations in 

the region in which human resource engagement is relatively low and  human 

resource commitment to unleash their potential is relatively low as well.  

Therefore, analysis of both quantitative and qualitative data analysis revealed that both 

high performance and low performance public organizations in Oromia were perceived 

by respondents positively in terms of grand human resource alignment status (mean > 

3.00), but still the reported high performing organizations were rated above the low 

performing public organizations and the extent of difference between the two category 

organizations is statistically significant.  

5.2.5 Analyzing Status of Citizens-Public Sector Partnership  

Public participation is the process by which public concerns, needs, and values are 

incorporated into governmental decision making (Creighton, J. L. 2005, p. 7). 

Furthermore, public participation has great benefits such as improving quality of 

decision, minimizing costs and delays, consensus building, increasing ease of 

implementation, avoiding worst-case confrontations, maintaining credibility and 

legitimacy, anticipating public concerns and attitudes, and developing civil society (ibid, 

pp 18-19).  In accordance with this explanation, active public participation is an engine 

to create and sustain high performance public organizations by minimizing the friction 

between state and those organizations. 

UNDP (2014, p. 3) also adds that reform-minded public officials can improve 

development results by using citizen engagement in a variety of ways: to elicit 

information and ideas, support public service improvements, defend the public interest 
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from ‘capture’ and clientelism, strengthen the legitimacy of the state in the eyes of 

citizens and bolster accountability and governance in the public sector. 

Accordingly, this part of the analysis is aimed at analyzing the status of citizens-public 

sectors partnership quality based on the level of citizens engagement with public 

organizations during planning stage, implementation stage, evaluation stage and whether 

public organizations are involving citizens on matter affecting their interest and whether 

public organizations solicit and use feed-back from beneficiaries as part and parcel of 

answering the 2nd, 3rd and 4th research question and the 1st

              Table 45: Citizens-Public Sector Partnership Quality 

 research hypothesis in the 

following manner. 

No  status    Variable  Scale    

Mean  

 

SD 
 

High 
(4) 

Medium 
(3) 

Low 
(2) 

V.L 
(1) 

1 High  Citizens involvement in planning 

stage  

1.1 98.10 0.80  3.003 0. 13678 

Low  0.10 0.80 97.90 1.20 1.999 0.15959 

2 High  Citizens involvement in 

implementation  

0.50 98.50 0.90  2.996 0.12120 

Low   0.70 98.30 1.10 1.996 0.13195 

3 High  Citizens involvement in evaluation 0.40 98.80 0.80  2.996 0. 10962 
Low   0.50 98.10 1.30 

1.992 
0.13676 

4 
High  Utilization of citizens feed-back 96.40 2.70 0.90  3.955 0.24921 

Low   0.40 98.30 1.30 1.991 0.13168 

5 
High  Involvement of citizens on agendas 

and decisions affecting them 

0.50 98 1.50  2.991 0.1413 

Low   0.40 98.10 1.50 1.989 0.13657 

 
High   

Average  

0.625 98.35 0.98  3.188 0.1516 

Low   0.56 98.14 1.28 1.993 0.13931 

            Source: Organized by researcher; 2016 
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Table 46: Independent Samples Test (partnership quality) 

 Levene's Test 
for Equality of 

Variances 

t-test for Equality of Means 

F Sig. T df Sig. 
 (2-

tailed) 

Mean 
Differe

nce 

Std. 
Error 

Differe
nce 

95% Confidence 
Interval of the 

Difference 

Lower Upper 

status of 
Participatio
n on 
planning 

Equal variances 
assumed 

.132 .716 130.658 1494 .000 1.00401 .00768 .98894 1.01908 

Equal variances 
not assumed 

  
130.631 

1458.6
75 

.000 1.00401 .00769 .98893 1.01909 

status of 
participatio
n on 
implement
ation 

Equal variances 
assumed 

.176 .675 152.661 1494 .000 1.00001 .00655 .98716 1.01286 

Equal variances 
not assumed 

  

152.644 
1482.6

71 
.000 1.00001 .00655 .98716 1.01286 

status of 
participatio
n on 
evaluation 

Equal variances 
assumed 

2.826 .093 156.697 1494 .000 1.00403 .00641 .99146 1.01660 

Equal variances 
not assumed 

  
156.652 

1424.8
66 

.000 1.00403 .00641 .99145 1.01660 

status of 
using  
feed-back 

Equal variances 
assumed 

39.123 .000 190.496 1494 .000 1.96398 .01031 1.94375 1.98420 

Equal variances 
not assumed 

  
190.640 

1136.1
03 

.000 1.96398 .01030 1.94376 1.98419 

status of 
involving 
citizens on 
agendas 
and 
decisions 
affecting 
them 

Equal variances 
assumed 

.000 .996 139.360 1494 .000 1.00136 .00719 .98727 1.01546 

Equal variances 
not assumed 

  

139.366 
1492.5

33 
.000 1.00136 .00719 .98727 1.01546 

                Source: computed from primary data; 2016 
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1) Citizens involvement in planning phase 

Public participation during the planning stage is vital for public organization to create 

synergy with citizens starting from the initial state and mobilize development actors and 

resource for implementation. As Creighton, J. L. (2005, p. 7) state public participation is 

the process by which public concerns, needs, and values are incorporated into 

governmental and corporate decision making.   

With an attempt to identify the status of citizens involvement during planning stage ,  the 

reported high performance public organizations were rated by beneficiaries as high 

(1.10%), medium (98.10%), low and very low ( 0.80%) with mean= 3.003 and standard 

deviation of 0.13678.  The status of citizens involvement in planning stage with 

reference to the reported low performing public organizations in Oromia region were 

rated by beneficiaries as high (0.10%), medium (97.90%), low (1.20%) with mean 

response of approximately 2.00 and standard deviation of 0.15959.  

Furthermore, the independent sample t-test for equality of means between high 

performing public organizations (mean=3.003; standard deviation=0.13678) and low 

performing public organizations (mean= 2.00; standard deviation= 0.15959) for t (1494) 

=131; p<0.05. According to this analysis, the reported high performing public 

organizations in Oromia region were rated positively; though the mean is on the margin 

of cutoff point (3.00) than the reported low performing public organizations pertaining 

to their performance in engaging citizens during planning state. 

2) Status of citizens engagement in implementation  phase 

A well designed public policy and strategy is merely a promise unless it is implemented 

to result in socio-economic development. According to Farazmand, A. (2001, p. 1) 

development has two faces; namely  policies that affect a society’s ability to achieve 

public goals  which he calls administration of development and to the capacity of 

government agencies to implement these purposes which is termed as  development of 

administration. Thus, as policy and strategy formulation and implementation are for the 

public, citizens’ engagement is vital during administration of development and 

development of administration to fine-tune public organizations, leaders and public 
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servants along with public interests on one and feel ownership of the development on the 

other hand. 

In relation to the status of public engagement during policy, strategy and plan 

implementation, the reported high performing public organizations were rated as high 

(0.5%), medium (98.50%), low and very low (0.90%) with mean response of nearly 3.00 

and standard deviation of 0.12120; while the reported low performance organizations 

were rated as medium (0.70%), low (98.30%) and very low (1.10%) with mean response 

of 1.996 and standard deviation of 0.13195.  

On top of that, there is statistically significant difference between means for high 

performance public organizations (mean=3.00; standard deviation=0.1212) and low 

performance public organizations (mean=1.996; standard deviation=0.13195) for t 

(1494) =154; P< 0.05. According to this analysis the reported high performing public 

organizations in Oromia were rated positively by beneficiaries; though the mean 

performance is on the margin of the cutoff point(mean= approximately 3.00), than they 

rated the low performing public organizations in the region in engaging citizens during 

implementation phase of policy, strategy and plan. 

3) Status of public involvement in evaluation phase 

According to Callahan, K. (2006, p. 3), government must be accountable for results and 

accountability for performance is what matters most. In order to realize this goal, 

involvement of the public during implementation phase is paramount for mobilizing 

support, identifying implementation gaps jointly and setting future directions. Therefore, 

participation works because it allows citizens the opportunity to be involved in changing 

their own destiny (Mudacumura, G., M., Mebratu, D. & Haque, M. Sh.(eds.)  2005, p. 

306). 

Concerning the status of public participation during evaluation of the implementation of 

public policy, strategy and plan, the reported high performing public organizations were 

rated by beneficiaries as high (0.40%), medium (98.80%) and low (0.80%) with mean 

response of nearly 3.00 and standard deviation of 0.10962. On the other hand, the 

reported low performance public organizations in the region were rated as medium 
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(0.50%), low (98.10%) and very low (1.30%) with mean response of 1.992 and standard 

deviation of 0.13676. 

Furthermore, the independent sample t-test for equality of means for high performing 

public organizations (mean= approximately 3.00; standard deviation= 0.10962) and low 

performing public organizations (mean= 1.992; standard deviation= 0.13676) for t 

(1494) = 157; p <0.05 signifying that high performing public organizations were 

relatively rated positively; though the mean only approximately on the margin  than low 

performing public organizations in the region in engaging the public during evaluation 

phase of policy, strategy and plan implementation. 

4) Status of public organization in utilizing citizens’ feed-back    

According to Wenene, Steen and Rutgers (2016, 2) public administration is not just 

about efficiency; it also involves ideas of democratic participation, accountability, and 

empowerment –the  concept  which implies that in public service delivery not only 

public organizations taking citizens into account, but also citizens themselves playing an 

active role. Furthermore, Pimbert and Wakeford (2001, p. 23) cited in Creighton, J. L. 

(2005 p. 2) “Democracy without citizen deliberation and participation is ultimately an 

empty and meaningless concept.”  
 
Thus, establishing the system for public feedback solicitation and utilization enables 

citizens to respond to problems and suggest changes which also help them to use their 

knowledge and ingenuity to change the shape of government and public organizations in 

revitalization efforts of the country in general and Oromia in particular.  

In relation to the status of public feedback utilization, the reported high performing 

public organizations in Oromia were rated by respondents as  high and very high 

(96.40%), medium (2.70%), low and very low (0.90%) with mean response of  nearly 

3.96  and standard deviation of 0.2492. On the other hand,  the reported low performing 

public organizations in the region were ranked as medium(0.40%), low (98.30%) and  

very low (1.30%) accounting for mean response of 1.99 and standard deviation of 

0.1317. 
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In addition the independent sample t-test for equality of means confirms the existence of 

statistically significant difference between the reported high performing public 

organizations (mean=3.96; standard deviation= 0.2492) and the reported low performing 

public organizations in the region (mean= 1.99; standard deviation= 0.1317) for t (1136) 

= 191; P< 0.05. This analysis signifies that the reported high performing public 

organizations in Oromia were rated positively than the reported low performing public 

organizations in soliciting and using citizens’ feedback to improve their organizational 

performance. 

5) Status of public involvement in matters affecting them 

Creighton, J.L. (2005, p. 102)  notes that the essence of public participation, as distinct 

from simply public information, is two-way communication and interaction between the 

organization reaching a decision and people interested in or affected by the decision. 

What is more, dissemination of information about policies and issues at hand can occur 

both in an upward (i.e. citizens express their concerns) and downward (i.e. government 

officials inform citizens about policies being developed and their rights and 

responsibilities) motion (Holdar & Zakharchenko 2002, p. 15) implying that meaningful 

involvement of people in decisions that affect their lives is decisive to ensure good 

governance and exercise democratic governance. 

In this regard, data collected from beneficiaries concerning the status of citizens  

involvement  in the decisions affecting their benefits reveals that the reported high 

performing public organizations in Oromia were assessed as high and very high 

(0.50%), medium (98%), low and very low (1.50%) with mean response of  2.99 and 

standard deviation of 0.1413.  On the contrary, the reported low performing public 

organizations in the region were evaluated by respondents as medium (0.40%), low 

(98.10%) and very low (1.50%) with mean response of nearly 1.99 and standard 

deviation of 0.1366.  

Additionally,  the independent sample t-test for equality of means illustrates  existence 

of statistically significant difference between the reported high performing public 

organizations in Oromia (mean= 2.99 ; standard deviation= 0.1413 ) and the reported 

low performing public organizations (mean= 1.99; standard deviation= 0.1366) for 
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t(1494) = 140; P < 0.05 implying that the reported high performing public organizations 

in the region were rated greater  than the low performing public organizations in 

engaging citizens in matters affecting their  interest.    

Generally, the cumulative public participation rating of the reported high performing 

public organization in Oromia region reveals high and very high (0.63%), medium 

(98.35%), low and very low (0.98%) with mean response of nearly 3.19 and standard 

deviation of 0.1516 whereas the reported low performing public organizations in the 

region were collectively evaluated by respondents on average as medium (0.56%), low 

(98.14%) and very low (1.28%) with average response of nearly 1.99 and standard 

deviation of 0.1393. This demonstrate that the reported high performance public 

organizations were rated positively (grand mean > 3.00) than the low performing public 

organizations  in engaging beneficiaries from planning stage to evaluation stage,  

engaging and  using citizens’ feed-back  in public service delivery. 

In addition to quantitative analysis, qualitative data generated through interview with 

stakeholders revealed that the strength of the reported high performing organizations in 

ensuring quality of public sectors-citizens partnership is explained in terms of  citizens’ 

education or awareness creation considered as culture and planned or non-arbitrary 

relationship with citizens. For instance, one respondent considered the relationship 

between citizens and the high performance sector as railway explaining like this,  

“Existing institutional framework is considered as railway and it is up to us to drive on 

the established railway” reassuring that inviting system is established to interact in the 

reported high performing public organizations as opposed to unsatisfactory level of trust 

and intermittent partnership with citizens in low performing public organizations as 

reported by interviewee.  

Generally, the reported high performance public organizations are rated above the low 

performing organizations in creating strong citizens-public sector partnership and the 

difference is statistically significant. Nonetheless, even the reported high performance 

public organizations achieved mean score approximately the cutoff point (i.e. 3.00) in 

engaging citizens during implementation, evaluation, and matters affecting their interest. 
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           Chart 13:  Comparison of High and Low Performance Public Sector 
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                   Source: computed from primary data (2016) 

The summary of public sectors performance on the five high performance factors as 

shown on chart 13 reveals that the reported high performance public organizations were 

rated positively than that of the low performing public organizations on all factors. In 

light of the chart, the  perceived performances of  the reported  high performance public 

organizations are listed from highest to lowest as leadership quality (mean= 4.30 & 

average percentage=86%), human resource quality( mean=3.66 & average percentage 

=73.2%), organizational system quality( mean= 3.46 & average percentage =69.20%), 

public sectors perceived performance quality(mean= 3.28 & average percentage= 

65.60%)  and citizens-public sectors partnership quality( mean= 3.19 & average 

percentage= 63.80%)  respectively; while the grand mean for high performing public 

organizations on all factors are 3.42 (68.40%).  In this regard, all factors are above 3.00 

and hence rated positively with leadership quality, human resource quality and 

organizational system quality are above the grand mean; whereas public sectors 

perceived performance quality and citizens-public sectors partnership quality are below 

grand mean of the reported low performing organizations. 

On the other hand,  the reported low performing public organizations were rated 

negatively on all the high performance factors except for their human resource quality 
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which is positively rated ( i. e . > 3.00 or the cutoff point). In this regard, performance of 

the reported low performing public organizations as listed from the largest in the 

category to the lowest depicts human resource quality(mean= 3.29), organizational 

system quality(mean= 2.82), leadership quality (mean= 2.40), citizens-public 

organizations partnership quality( mean= nearly 2.00) and public sector perceived 

performance quality(mean=1.21) respectively ; while grand mean of the low performing 

public organizations on all the five high performance factors is 2.43.  Accordingly, only 

human resource and organizational system qualities are above the grand mean of the 

reported low performing public organization. In a nutshell, the reported high 

performance public organizations have got positive perception of the respondents as 

opposed to the low performance public organizations in the region.  

Once the status of perceived performances by public organizations are independently 

analyzed  and compared between high and low performance public organizations on 

each factor such as leadership quality, organizational system quality, public sector 

performance quality, human resource quality and citizens-public sectors partnership 

quality, the next section of the chapter is dedicated to determine the correlations or 

relationships of high performance factors to identify the magnitude and direction of 

relationship as an attempt to answer the 3rd research question and the 2nd research 

hypothesis  research hypothesis. 
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        Table 47: Correlations of HPO factors 
 Performance 

Quality 

Leadership 

Quality 

Human Resource 

Quality 

Partnership 

Quality 

System Quality 

Performance 

Quality 

Pearson Correlation 1 .746 .738** .674** .604** ** 

Sig. (2-tailed)  .000 .000 .000 .000 

      

Leadership 
Quality 

Pearson Correlation .746 1 ** .845 .786** .625** ** 
Sig. (2-tailed) .000  .000 .000 .000 

      

Human 
Resource 
Quality 

Pearson Correlation .738 .845** 1 ** .742 .630** ** 
Sig. (2-tailed) .000 .000  .000 .000 

       

Partnership 
Quality 

Pearson Correlation .674 .786** .742** 1 ** .554** 
Sig. (2-tailed) .000 .000 .000  .000 

      

System Quality 

Pearson Correlation .604 .625** .630** .554** 1 ** 
Sig. (2-tailed) .000 .000 .000 .000  

      

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

 

As indicated in the table 48, public sector performance quality has strong positive 

correlation with leadership quality(r=0.746); human resource quality in the public 

sector(r=0.738), citizens-public sector partnership quality(r=0.674) and moderate 

positive correlation with public sector service delivery system (r=0.604) at p < 0.05 

implying that investing in one high performing public sectors can also increase 

performance of the other factor and vice versa.  

In addition, leadership quality has very strong positive correlation with public sector 

human resource quality (r=0.845), strong or high positive correlation with partnership 

quality (r=0.786) and moderate positive correlation with public sector system quality 

(r=0.625) at p < 0.05 which reveals that leadership quality increase along with other high 

performance factors. 

Furthermore, public sector human resource quality has also high positive correlation 

with citizen-public sector partnership quality(r=0.742) and moderate positive correlation 

with public sector system quality(r=0.630) at p < 0.05 highlighting that these high 
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performance factors increase or decrease in the same direction. Last but not least, 

citizens-public sector partnership quality has positive moderate correlation (r=0.554) 

with public sector system quality to show that the quality of both high performance 

factors rise or falls simultaneously. 

In a nutshell, all the five high performance factors; namely leadership quality, human 

resource quality, public sector system quality, public sector performance quality, and 

citizens-public sector partnership quality have statistically significant positive 

correlation with one another implying that the variable increase in magnitude in the 

same direction. Accordingly, the 3rd research question and the 2nd

5.3 . Computation of Multiple Regression  

 research hypothesis 

which attempted to solicit whether relationships exist among high performance factors 

are answered. Consequently, the null hypothesis stated as “There is no correlation 

between high performance factors” is rejected and the opposite alternative hypothesis is   

accepted as the relationship is strong, positive and statistically significant. 

In addition to describing the status of high performance governance and determine the 

magnitude, direction and significant of relationship between the chosen high 

performance factors, the current study has also determined to investigate the explanatory 

power of high performance factors (independent variables)  and determine to what 

extent such factors are impacting change in actual performance of public organizations 

(dependent variable).  To this end, standard or simultaneous type of multiple regression 

model is planned and deployed. The multiple regression model needs that outcome is 

predicted from several independent variables which in this case are five high 

performance factors such as leadership quality, organizational system quality, public 

sectors perceived performance quality,  human resource quality and citizens-public 

sectors partnership quality.  The use of regression model depends on fulfillment of the 

following assumptions: 

The normality assumption requires that the residuals in the model are random and   

should be normally distributed which can be checked by inspecting histograms of scores 

on each variable. For the purpose of the study, the histogram has shown a bell shaped 
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distribution and hence passed normality test. The second assumption needed to be tested 

to conduct regression analysis is existence of outliners. According to Tabachnik and 

Fidell (2007) cited in Pallant, J. (2007, p. 156), a given distribution contains outliners   

when the standardized residual is more than 3.30 and less than -3.30. In congruent with 

this requirement, the standard residual   is between -0. 3231 (minimum) and 3.175 

(maximum)  

The third assumption is multicollinearity that deals with the relationship among the 

independent variable. it can be said that multicollinearity exists when the independent 

variables are highly correlated (r= 0.90 and above) according to Pallant, J. (2007) which 

also states that  multicollinearity can be passed when Tolerance is > 0.10 and Variance 

Inflation Factor (VIF) < 10( i.e. the cutoff point).  As far as the test of multicollinearity 

of variables of this dissertation is concerned the maximum correlation coefficient 

between leadership quality and human resource quality (r= 0.845) which is r < 0.90 

implying that there is no perfect multicollinearity.  Furthermore, the collinearity 

statistics shows that Tolerance is greater than 0.10 for all variables and the Variance 

Inflation Factor (VIF) is less than 10 for all variables (The details are in table 50). Thus, 

the data set has met the multicollinearity assumptions as there is no perfect collinearity 

between variables and hence able to obtain the unique estimates of the regression 

coefficients. Another assumption to be considered for multiple regression models is that 

of independent error which assumes that all of the values of outcome variable are 

independent or each value of the outcome variable comes from independent entity. This 

assumption is validated based on Durbin-Watson result for which values between 1.00 

and 3.00 are acceptable (Wright, D.B.  2005, P. 170). Accordingly, the Durbin-Watson 

result of this study based on SPSS output is 2.168 and hence acceptable. Next, the 

analysis and interpretation of the regression model is presented as follows: 
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                 Table 48: Regression Model Summary b 

Model R R Square Adjusted 
R Square 

Std. Error of 
the Estimate 

Durbin-Watson 

1 .862 .742 a .741 4.10936 2.168 

        a. Predictors: (Constant), Service Quality, Leadership Quality, Human Resource Quality, 

Partnership          Quality, System Quality   b. Dependent Variable: Performance      Source: SPSS output    
As shown in table 49, it is noticed that the value of R2   is 0.742 which implies that high 

performance factors such as leadership quality, organizational system quality, public 

sector service quality, human resource quality and citizens- public sector partnership 

quality are accounting for 74.20% of variations in actual performance of public 

organizations. Putting it differently, 25.80% of variations in actual performance of 

public organizations are not due to the identified high performance factors used in this 

study; while the five identified high performance factors predict large amount of 

variation in actual performance.  Furthermore, the fact that the value of adjusted R2 is 

closer to the observed R2 means that if the model were derived from the entire 

population than the sample would account for 74.10% or approximately 0.10% less 

variance in outcome than prediction made based on sample. Hence, it cross validate the 

model and reaffirm its acceptability. 

So far, the ability of the model to predict the outcome variable has been verified based 

on magnitude of R2. As R2 is the aggregate impact(comprising of unique contribution of 

independent variable and shared contribution of independent variable)  of all the 

independent variables captured by the study, the unique contribution of each predictor 

variable is elucidated in the next section based on the analysis of model parameters as 

shown in the following table.  
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 Table 49: Regression Model Parameters (Coefficients)  a 

 

Model Unstandardized 
Coefficients 

Standar
dized 

Coeffici
ents 

T Sig. Correlations Collinearity 
Statistics 

B Std. 
Error 

Beta Zero-
order 

Partial Part Toleran
ce 

VIF 

 (Constant) 30.071 1.096  27.429 .000      

 Leadership 
Quality 

3.043 .532 .212 5.724 .000 .787 .206 .107 .253 3.954 

 Human Resource 
Quality 

2.813 .825 .194 3.411 .001 .820 .124 .064 .108 9.273 

 System Quality 5.216 .872 .351 5.983 .000 .834 .215 .111 .101 9.930 

 Partnership 
Quality 

1.199 .476 .104 2.515 .012 .658 .092 .047 .203 4.924 

 Service Quality 1.013 .455 .088 2.228 .026 .625 .082 .042 .223 4.486 

a. Dependent Variable: Performance              Source: SPSS output 

 
As shown in table 50, all high performance factors; namely leadership quality, human 

resource quality, organizational system quality, citizens-public sectors partnership 

quality and public service quality have positive b-value implying that they have positive 

correlation with outcome variable (i.e. actual performance of public sectors). That 

means, as each of the high performance factors increases, so do actual performances of 

public organizations. The b-values can also tell more than just the correlation; but help 

us predict to what degree each predictor affect the outcome variable when the effect of 

all other predictors are held constant. Thus, the unique contribution of each predictor 

variable towards actual organizational performance as shown in the above table is put in 

the regression equation as follow: 

 

 

 

 

Actual performance of public organization (Y) = Constant (b0) + (b1 x public sectors 

service quality (Q) + (b2 x citizens- public sector performance quality (P)+ (b3 x 

human resource quality (H) + (b4 x Leadership quality (L) +  (b5 x organizational 

system quality (S)  
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In order to interpret the SPSS output presented in the regression model parameter (table 

50), approached used by Wright, D.B. (2005, p. 192) and Pallant, J. (2007, p. 159) is 

adopted as follows: 

Actual performance of public organization= 30.071 + (1.013 x public sectors service 

quality) + (1.199 x citizens-public sectors partnership quality) + (2.813x human resource 

quality) + (3.043 x leadership quality) + (5.216 x public sector system quality).  

From this regression equation the following interpretation can be deduced: 

1) If all the five high performance factors are reduced to zero, the actual  

performance of public organization is limited to 30.071 units 

2) As public service performance quality (combination of service quality and public 

sectors innovation) increases by one unit, actual performance of public 

organization increases by 1.013 units if the effect of all the other four high 

performance factors (i.e. partnership quality, human resource quality, leadership 

quality and public sector system quality) are held constant. 

3) As citizens-public sectors partnership quality increase by one unit, actual 

performance of public organizations increases by 1.199 units, if the effects of all 

the other four high performance factors (i.e. public sector performance quality, 

human resource quality, leadership quality and public sector system quality) are 

held constant. 

4) As human resource quality in public organizations increases by one unit, actual 

performance of public organization increases by 2.813 units, if the effects of all 

the four high performance factors (i.e. public sector performance quality, 

partnership quality, leadership quality and organizational system quality) are 

held constant. 

5) As leadership quality increases by one unit, actual performance of public 

organizations increases by 3.043 units if the effects of all the other four high 

performance factors (i.e. public sector performance quality, partnership quality, 

human resource quality and organizational system quality) are held constant. 
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6) As organizational system quality increases by one unit, actual performance of 

public organization increases by 5.216 units if the effects of all the other four 

high performance factors (i.e. public sector performance quality, partnership 

quality, human resource quality and leadership quality) are held constant.  

In order to precisely compare the unique contribution of each  independent variable 

towards outcome variable based on  their beta value from smallest to the largest is public 

service quality ( beta=0.088) , citizens-public sector partnership quality( beta= 0.104), 

human resource quality(beta=0.194), leadership quality( beta= 0.212) and organizational 

system quality (beta=0.351)  implying that each has unique contribution when the 

variables explained by other factors are controlled. Accordingly, organizational system 

quality makes the strongest unique contribution towards explaining outcome variable 

(i.e. actual performance of public organizations) followed by leadership quality, human 

resource quality, partnership quality and public sector service quality from strongest 

unique contribution to relatively lowest contribution. In addition, checking p-value for 

each of the independent variables confirm that each variable is making statistically 

significant unique contribution to actual performance of public organizations as p< 0.05 

for all of the high performance factors. 

To conclude this chapter, the dissertation has attempted to answer the 2nd and 3rd   

research question to describe the status of the reported high performance and low 

performance public organizations in terms of high performance factors and analyze the 

relationship or correlations of high performance factors. In this regard it is found that 

high performing public organizations were rated positively on all the high performance 

factors as compared to the low performing public organizations. Furthermore, the study 

has identified existence of the strongest positive correlations between high performance 

factors. In addition, this section of the study has attempted to determine how well does 

sets of high performance factors such as leadership quality, organizational system 

quality, public service quality, human resource quality and citizens-public sector 

partnership quality are able to predict actual organizational performance in the public 

sector and it is found that all factors make strongly significant unique contribution to 

outcome based on the 1st, 2nd and 3rd research hypothesis. 
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6. CHAPTER SIX: ANALYZING TEAM PERFORMANCE 

Human resource in an organization need to be Camaraderie such as to  have warm, 

interesting and cooperative relationship with others at work – teamwork, a sense of 

community, and friendliness for effective performance ( Burke  and Cooper ; 2008: 14)    

In addition Cook (2009, p. 18) asserts that members of a high performing team   can use 

the knowledge and skills of all team members to arrive at a solution, generate ownership 

and commitment, get a highly motivating experience, more likely to be engaged with 

their organization and able to move extra mile for the customer and for the benefit of the 

their organization. 

Public sector transformation cannot happen without team transformation as team adds 

additional strengths and stamina to an organization and thereby drives high performance. 

This requires creating and developing high performance team based on key objectives, 

values and principles; as well as properly identified team roles in line with requirement 

of public sector reform. 

In context of Oromia region, team building has been formally declared following 

implementation of business process reengineering (BPR), Balanced Scorecard (BSC), 

and change army in public organizations hoping to create and sustain high performing 

public servants, high performing teams, high performing public organization, and 

ultimately high performing government by deepening the spirit of team formation in the 

organizations and synergy across the board.   

Therefore, this section of the dissertation is aimed at answering the 4th  research question 

stated  as, ‘What is the status of high performing and low performing teams in terms of 

high performance team attributes as perceived and rated by respondents? Furthermore, 

the study attempts to test the 4th

To this end, the extent of performance towards the achievement of team objectives, 

extent of adherence to required high performance team values; as well as  practices on 

 research hypothesis that reads, ‘Team performance 

quality significantly vary across high performing and low performing teams in public 

organizations of Oromia Regional state’ 
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implementation of team roles that characterize high performance teams are presented 

and analyzed one after the other as under.  

6.1. Analyzing Status Team (Change Army) Objectives 

 The experience of an effective army as noted by Brooks, A. R. and Stanley, E.A. (2007, 

p. 21) stipulates commonality of objectives, integration among various segments, 

capacity to act and realizing commendable result with nation’s resources within agreed 

strategy. Consequently, the following table depicts how far the reported high performing 

change army and the low performing change army were comparatively perceived and 

rated by respondents. 

             Table 50:  Assessment of team objectives 

No  Team 

Status    

Variable                      Rate   Mean  SD 

5 4 3 2 1 

1 High  Possession of common 
objectives by team 
members 

20.4 46 30.80 2.80 0 3.84 0.775 

Low   2.40 6.40 44.40 46.80 1.64 0.709 

2 High  Status of  team 
members’ synergy 

9.60 46.80 39.20 4.40 0 3.62 0.720 

Low   1.20 5.20 36.80 56.80 1.51 0.654 

3 High  Status of teams’ 
continuous performance 
improvement 

15.20 47.60 32.40 4.80 0 3.73 0.774 

Low   3.20 4.40 44 48.40 1.62 0.719 

4 High  Status of team 
members’ continuous 
capacity development 

18 42.40 35.20 4.40 0 3.70 0.802 

Low   2.40 4.80 46.40 46.40 1.63 0. 689 

High  Average  15.80 45.70 34.40 4.10 0 3.72 0.76775 

Low  Average    2.30 5.20 42.90 49.60 1.60 0.69275 

            Source: organized by researcher, 2016 
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Table 51: Independent Samples Test 

 Levene's Test 

for Equality of 

Variances 

t-test for Equality of Means 

F Sig. T Df Sig. (2-

tailed) 

Mean 

Differenc

e 

Std. 

Error 

Differen

ce 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Status of 

Team 

members’ 

consensus 

on their 

common 

Objective

s 

Equal 

variances   

.222 .638 

33.045 498 .000 2.196 .066 2.065 2.327 

Not Equal 

variances   
33.045 494.144 .000 2.196 .066 2.065 2.327 

Status of 

Team 

members’ 

Synergy 

Equal 

variances   2.631 
  .105 

34.264 498 .000 2.108 .062 1.987 2.229 

Not equal 

variances   
34.264 493.439 .000 2.108 .062 1.987 2.229 

Status of 

Team 

members’ 

Continuo

us 

Performa

nce 

Improve

ment 

Equal 

variances   

.993 .320 

31.561 498 .000 2.108 .067 1.977 2.239 

Not Equal 

variances   
31.561 495.330 .000 2.108 .067 1.977 2.239 

Status of 

Team 

members’ 

Continuo

us 

Capacity 

Develop

ment 

Equal 

variances   

6.071 .014 

31.530 498 .000 2.108 .067 1.977 2.239 

Not Equal 

variances   
31.530 486.929 .000 2.108 .067 1.977 2.239 

 
           Source: Organized by researcher (2016) 
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1) Analyzing the status common objectives    

As Katzenbach and Smith (1993) cited in USAID (2012, p. 15) explain, a team 

comprises a number of people with complementary skills who are committed to a 

common purpose, performance goals and approach for which they are mutually 

accountable. 

In this regard, one of the key objectives of building team or   change army is to facilitate 

sharing of national, regional and organizational vision among team members so that all 

team members make mindful participation as they know where they are heading and 

how to reach there by embracing high performance sprit and act communities of 

purpose.   

In light of this objective, the reported high performing teams in Oromia region were 

rated by respondents as high and very high (66.4%), medium (30.80 %) and low and 

very low (2.80%) with mean response of 3.84 and standard deviation of 0.775; while the 

reported low performing teams were rated as high (2.40%), medium (6.4%), low 

(44.40%) and very low (46.80%) with mean response of 1.64 and standard deviation of 

0.709. 

 On top of this, there is statistically significant difference between the reported high 

performing teams (mean= 3.84; standard deviation= 0.775) and low performance teams 

(mean= 1.64; standard deviation=0.709) in having common objectives for t (498) = 33; p 

< 0.05 implying that the reported high performance teams were rated positively than low 

performance teams in having common objectives  

2) Status of team members’ synergy 

As Colenso, M. (1997, p.22) states team is aimed at achieving more collectively than 

can be achieved by individuals working outside a team environment implying that team 

and teaming have emotional content conveying feelings of mutual support, camaraderie, 

warmth, inclusion, success and belongingness. This complies with system approach 

which believes that the whole is greater than the sum of its parts.  So, trust and 
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interpersonal network or social capital is crucial among members who are organized as 

community of purpose.  

With regard to the extent of synergy created among team members in public 

organizations of Oromia, the reported high performing teams were rated by respondents 

as high and very high ( 56.4%), medium ( 39.20 %)  and low and very low (4.40%)  with 

mean response of 3.62 and standard deviation of 0.72 while the reported  low 

performing teams in the region were rated by respondents as  high (1.20%), medium ( 

5.20%) ,  low (36.80%)  and very low  ( 56.80 % ) with mean 1.51 and standard 

deviation of 0.654. 

Supporting this finding, there is statistically significant difference between high 

performing team (Mean= 3.62 and SD=0.720) and low performing team (Mean= 1.51 and 

SD=0.654), t (498) =34.264, P<0.05 which depict that the reported high performing 

teams were rated positively than low performing teams in the region concerning the 

extent of synergy or social capital within the two categories of teams. 

3)  Status of team performance improvement 

According to Sheard, G. ,  Kakabadse, A. and Kakabadse N. (2009, p. 1) even equipped 

with all the intellectual, strategic, and managerial skills, no one individual could   

shoulder the responsibilities of an organization single-handed  implying that .teamwork 

is essential in order to realize high performance. Hence, one of the central tenets of team 

formation is performance enhancement.     

 In light of continuous performance improvement of team or change army in public 

sectors, the reported high performing teams in Oromia region were rated by respondents 

as high and very high (62.80%), medium (32.40 %) and low and very low (4.80%) with 

mean 3.73 and standard deviation 0.774   while the reported  low performing teams in 

the region were rated as high and very high (3.20%), medium (4.40%),  low and very 

low  ( 92.40 % ) of respondents with mean response of 1.62  and standard deviation of 

0.719.  
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Furthermore, there is statistically significant difference between the reported high 

performing teams in public organizations in the region (Mean=3.73 and SD=0.774) and 

low performing teams in public organizations (Mean=1.62 SD=0.719) at t (498) =32; 

P<0.05 revealing that the reported high performing teams in   public organizations were 

rated positively than the low performing teams in public organizations in terms of 

continuously improving their performance.  

4) Team members’ continuously capacity improvement 

Effective teams share many common attributes, including a clearly defined goal, formal 

roles for team members, an effective communication system, balanced participation of 

team members, and a system for evaluating the effectiveness of the team in order to 

drive continuous improvements in the system (Aldag, R.J. and Kuzuhara, L.W; 2015, p. 

24) asserting that team formation opens up the route for sharing knowledge, skill, 

experience and idea among team members and across teams.  

Concerning the status of team members’ capacity, the reported high performing teams in 

Oromia were rated by respondents as  high and very high ( 60.40%) , medium ( 35.20 

%) , low and very low ( 4.40% ) with mean 3.70  and standard deviation of 0.802 while 

the reported  low performing teams were rated high ( 2.40%) , medium ( 4.80%),  low 

and very low  ( 92.80 %) of respondents with mean 1.63  and standard deviation of 

0.689. This elucidate,  the capacity of team members in high performing team is 

improved on continuous basis on account of consistent and fruitful interactions within 

the team , across organizations and between organizations and beneficiaries. 

Furthermore, there is statistically significant difference between mean of the reported 

high performing teams in Oromia (Mean=3.70 and SD=0.802) and the reported low 

performing teams in the region (Mean=1.63 and SD=0.689) for t (487) = 32 at, P<0.05 

as an indication of the fact that high performing teams in the region were rated 

positively than the low performing teams in increasing capacity of team members 

continuously. Finally, the cumulative evaluation of achievement on the four objectives 

showed that high performing teams were rated as high and very high, medium; low and 

very low respectively by 61.5%; 34.4% and 4.10% of respondents with mean response 

of 3.72 and standard deviation of 0.768 ; whereas the reported  low performing teams in 
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the region were reported as high and very high, medium, low and very low by 2.30%, 

5.20%, and 92.5% of respondents respectively with mean 1.60  and standard deviation 

of 0.6930.  Furthermore, there is statistically significant difference between mean of the 

reported high performance team in public sectors of Oromia (mean= 3.72; standard 

deviation= 0.768) and the reported low performing public organizations in the region 

(mean= 1.60; standard deviation= 0.6930) for t (487) = 65; at p < 0.05 which attest that 

the reported   high performance teams in public organizations in the region were rated 

positively than the low performing teams in realizing team objectives in their 

organizations. 

6.2. Assessment of   status Team value   
Team values are team’s operational philosophies that shape human resource attitude, 

beliefs and work culture of an organization and adherence to high-level public service 

values can generate substantial public trust and confidence (IPA; 2008:1) requiring 

public servants as key players in the implementation of public policy to understand the 

importance of values to all aspects of their work or organizational life. To this end, team 

members are expected to understand, internalize and perform accordingly. Thus, the data 

on the status of team adherence to core value in high performing and low performing 

team are presented and analyzed as follows. 

       Table 52:  Team Value assessment 

No  Team 

Status    

Variable                      Rate   Mean  SD 

5 4 3 2 1 

1 High  Giving priority for 
country and citizens,  

20 44.40 32.40 3.20 0 3.81 0.787 

Low  0.40 1.60 3.20 42.40 52.40 1.55 0. 698 

2 High  All-rounded 
personality  

16 44 30.80 9.20 0 3.67 0.854 
Low   1.60 8 43.60 46.80 1.64 0.676 

3 High  Achieving 
commendable result  

18 40.40 37.20 4.40 0 3.72 0.808 
Low  0.40 1.60 3.20 42.40 52.40 1.55 0.724 

4 High  Exhibit Unreduced 
democracy  

22 48.80 25.60 3.60 0 3.89 0.782 
Low   4 4.40 45.20 46.40 1.66 0.785 

 
High  Average  19 44.40 31.50 5.10 0 3.77 0.808 

 
Low  Average  0.40 2.20 4.70 43.40 49.50 1.60 0.721 

       Source: Organized by researcher   (2016) 
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Table 53: Independent Samples Test 

 Levene's Test for  
Equality of Variances 

t-test for Equality of Means 
F Sig. T Df Sig.  

(2-
tailed) 

Mean  
Differen
ce 

Std. 
Error 
Differ
ence 

95% 
Confidence 

Interval of the 
Difference 

Lower Upper 

Status of team members’ value 
regarding giving Priority for 
people ,country, organizational 
interest, common interest 
(public-citizenship) 

Equal 
variances  

1.182 .277 32.590 498 .000 2.168 .067 2.037 2.299 

Not Equal 
variances  

  

32.590 491.019 .000 2.168 .067 2.037 2.299 

Status of team members’ value 
regarding All rounded personality 
(e.g. fight corruption, firm stand, 
speak true) 

Equal 
variances  

14.755 .000 30.724 498 .000 2.116 .069 1.981 2.251 

Not Equal 
variances  

  
30.724 473.183 .000 2.116 .069 1.981 2.251 

Status of team members’ value 
regarding possession of 
Unreduced democracy(trust 
people, equality of gender, 
nations and nationalities, 
relationship) 

Equal 
variances   

.219 .640 32.691 498 .000 2.232 .068 2.098 2.366 

 Not  
Equal 
variances  

  

32.691 496.846 .000 2.232 .068 2.098 2.366 

Status of team members’ value in  
achieving better result in any 
assignment and condition ( 
winning attitude,  far-sightedness, 
exemplary, readiness, champion, 
etc) 

Equal 
variances   

4.358 .037 31.078 498 .000 2.132 .069 1.997 2.267 

Equal 
variances 
not 
assumed 

  

31.078 492.188 .000 2.132 .069 1.997 2.267 

 F Sig. T df Sig. (2-
tailed) 

Mean 
 
Differ
ence 

Std. Error 
Difference 

95% Confidence Interval of the 
Difference 

Lower Uppe
r 

Team 
Value 

Equal 
variances  

11.662 .001 63.361 1998 .000 2.162 .03412 2.09508 
2.228

92 

Not  Equal 
variances  

  
63.361 

1964.
543 

.000 2.162 .03412 2.09508 
2.228

92 
      Source: Organized by researcher (2006) 
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1) Giving priority for country’s benefits 

As team building (change army) is aimed at building communities of purpose, team 

members are expected to internalize and live the value that puts national affairs before 

personal benefit. Regarding the status of prioritizing public interest, organizational 

interest and country’s interest exhibited by team or public service change army in 

Oromia,   the reported high performing teams were rated as high and very high, medium, 

low and very low by 64.4%, 32.40% and 3.20% of respondents respectively with mean 

3.81 and standard deviation of 0.787.  On the other hand, the reported low performing 

teams in the region were evaluated as  high and very high, medium, low and very low by 

2%, 3.2%, and 94.80% of respondents  respectively with mean 1.55 and standard 

deviation of 0.698 in terms of upholding the value that prioritize citizens’ or 

organizational benefits.   

Detail analysis of the difference between the two categories of teams or change armies 

reveals existence of statistically significant difference between high performing teams 

(Mean=3.81 SD=0.787) and low performing teams (Mean=1.64 SD= 0.698) at t (498) 

=32.590, P<0.05 and that the reported high performing teams were rated positively than 

the low performing teams in terms of prioritizing country’s interest, citizens’ interest, 

and organizational interests. 

2)  Having all-rounded personality  

As capacity building initiative, team formation shapes the members with value of all 

rounded personality in a variety of ways such as   fighting rent-seeking, having firm and 

irrevocable stand for their mission accomplishment and determination to successful 

journey towards high performance.   

In light of building team members with such all rounded personality in public service 

change army or team in public organizations of Oromia region, the reported high 

performing teams were rated high and very high, medium, low and very low by 60%, 

30.8% and 9.2% of respondents respectively with mean 3.67 and standard deviation of 

0.854.  On the other hand, low performing teams were reported as high and very high, 
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medium, low and very low by 1.6%, 8% and 90.4 % of respondents respectively with 

mean 1.64 and standard deviation of 0.676.  

Further investigation also showed that there is statistically significant difference between 

high performing teams (Mean=3.67 and SD=0.854) and low performing team (Mean= 

1.64 and SD=0.676) at t (473.183) = 30.724, P<0.05. From this analysis, it can be 

understood that the reported high performing teams were rated positively than low 

performing teams in public sectors of Oromia region in terms of shaping their members 

with all-rounded personalities such as give priority for country, citizens and 

organizational affairs in the course of service delivery.  

3) Achieving high performance under any assignment 

High performing team has unwavering stand, inspired for new achievement and ready to 

accept assignments to deliver the promise. Thus, building team with winning attitude is 

so vital in raising the scale of performance and breeding self efficacy in the public 

sector. 

Regarding the status of building team members with winning mentality, far-sightedness, 

exemplary performance, and motive for championship in any assignment by their 

organizations in Oromia region, the reported  high performing teams were evaluated as  

high and very high, medium, low and very low by 58.40%, 37.20% and 4.40% of 

respondents respectively with mean 3.72 and standard deviation of 0.808.   On the other 

hand, the reported low performing teams were rated high and very high, medium, low 

and very low by 2%, 3.20% and 94.8% of respondents respectively with mean response 

of 1.55 and standard deviation of 0.724. 

A further analysis shows that there is statistically significant difference between the 

reported high performing teams (Mean=3.72 and SD=0.808) and low performing teams 

(Mean= 1.55 and SD=0.724) at t (492.188) = 31.078, P <0.05. Therefore; it can be 

understood that the reported high performing teams were rated positively than the low 

performing teams in cultivating a winning mentality in their members so as to achieve 

better result in any assignment and condition such as winning attitude, far-sightedness, 

exemplary, readiness, and champion. 
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4) Analyzing status of adherence to democratic value 

Team is an institution where democracy is properly exercised, where diversity begins to 

be accommodated, where leaders are created, where barriers among people are 

abolished, where solidarity and sociability starts to grow and where trust breeds.  

With regard to the status of democratic value upheld by teams or change armies in 

public sectors of Oromia regional state, the reported high performing teams were rated 

high and very high, medium, low and very low by 70.80%, 25.60% and 3.60% of 

respondents with mean response of 3.89 and standard deviation of 0.782. Conversely, 

the reported low performing teams in the public sectors of the region were rated high 

and very high, medium, low and very low by 4%, 4.40% and 91.60% of respondents 

respectively with mean response of 1.66 and standard deviation of 0.785. 

Further analysis in to the extent of the difference between means of the two categories of 

organizations revealed existence of statistically significant difference between the 

reported  high performing teams (mean= 3.89 and SD=0.782) and low performing teams 

(Mean=1.66 and SD=0.785) at t (498)=32.691, P<0.05. 

In line with this analysis, it can be understood that the reported high performing teams in 

were in better position than low performing teams in terms of instilling essential 

democratic values in their teams. Finally, collective analysis on the status of teams or 

change armies concerning embracing and holding proper team values shows that the 

reported high performing teams were rated as high and very high, medium, low and very 

low by 63.40%, 31.50% and 5.10% with mean 3.77 and standard deviation of 0.808.  

Whereas, the reported low performing teams were reported as high and very high, 

medium, low and very low by 2.6%, 4.7% and 92.70% of respondents respectively with 

mean 1.60 and standard deviation of 0.721. Accordingly, majority of respondents have 

evaluated high performing team on medium and above as compared to low performing 

teams that are evaluated by majority of respondents on lower level of performance 

regarding adherence to team values as shown comparatively in the following graph. 
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Chart 14: Team Value status 
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            Source: Organized by researcher (2016) 

Furthermore, there is statistically significant difference between the reported high 

performing teams (Mean = 3.7730 and SD=0.81125) and the reported low performing 

teams (Mean= 1.6110 and SD= 0.71147) at t (1964.543) = 61.361, P< 0.05 in terms of 

adhering to team values. Therefore,  high performing teams were rated positively than 

low performing teams in using team values as operational philosophies in their day-to-

day activities. 

6.2.1 Characteristics of Team (Change Army)   
In order to build high performing team that demonstrates high level values(prioritizing 

citizens’ interest,   having all-rounded personality, having winning attitude, unwavering 

stand for  democracy)  and meet high level team objectives (common objectives, 

synergy, continuous performance improvement ,  and  continuous capacity 

improvement), team members should actively play key team roles that lead to desired 

state.   

In this regard, Aldag, R. and Kuzuhara, L. (2015, p. 12)  states that effective team 

should exhibit characteristics like clarity in team roles, improvement plan, clearly 

defined roles, clear communication, beneficial team behavior, well-defined decisions 

about procedures, balanced participation, established ground rules, awareness of group 

process and use of scientific approach. To this effect, data regarding the status of team 

characteristics in high and low performing teams are presented and analyzed as follows. 
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Table 54: Status of Team Characteristics  

No  Team 

Status    

Team characteristics                      Rate     

5 4 3 2 1 Mean  SD 
1 High  Clear purpose 26.40 44.80 26.40 2  3.96 .783 

Low   4 4.40 45.20 46.40 1.72 .677 
2 High  Active participation  21.20 48 29.60 1.20  3.89 .739 

Low   1.20 6.40 50 42.40 1.66 .652 
3 High  Consensus on 

decision  

22.40 46.40 28.80 2.40  3.89 .773 
Low   2.80 4.80 45.60 46.80  1.64 .705 

4 High  Open communication  24.80 45.20 27.20 2.80  3.92 .793 
Low  0.80 1.60 5.20 46 46.40 1.64 .726 

5 High  Clear  roles and work 

assignment 

18 48.80 30.40 2.80  3.82 .752 
Low   1.60 6.80 48 43.60 1.66 .676 

6 High  Shared leadership 18.40 45.60 31.60 4.40  3.78 .794 
Low  0.40 1.60 6 40 52 1.58 .713 

7 High  Self assessment 13.20 46 34.40 6.40  3.66 .787 
Low   2 3.20 42.40 52.40 1.55 .658 

8 High  Net-working  14.80 42.40 34.40 8.40  3.64 .836 
Low  0.40 1.20 6 38.40 54 1.56 .699 

9 High  Willingness to share 

knowledge, skill, 

experience 

16.40 41.60 35.60 6.40  3.68 .822 
Low   2 5.20 42.80 50 

1.59 .684 

High  Average  19.51 45.42 30.98 4.09  3.80 0.79381 

 Low  Average  0.2 0.02 5.33 44.27 48.22 1.616 0.68916 

                                 Source: Organized by researcher, 2016 
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Table 55: Independent Samples Test (team characteristics) 

Team roles Levene's Test for Equality of Variances 

t-test for Equality of Means 

F Sig. T df Sig. (2-

tailed) 

Mean 

Differen

ce 

Std. 

Error 

Differenc

e 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Clarifying 

team purpose    

Equal variances   0.732 .393 34.114 498 .000 2.232 .065 2.103 2.361 

Not Equal variances     34.114 487.786 .000 2.232 .065 2.103 2.361 

Active 

Participation   

Equal variances  0.084 .772 35.744 498 .000 2.228 .062 2.106 2.350 

Not Equal variances     35.744 490.301 .000 2.228 .062 2.106 2.350 

Consensus on 

decisions   

Equal variances   0.031 .860 34.022 498 .000 2.252 .066 2.122 2.382 

Not Equal variances       34.022 493.855 .000 2.252 .066 2.122 2.382 

Open 

communicatio

n   

Equal variances  0.063 .802 33.478 498 .000 2.276 .068 2.142 2.410 

Not Equal variances   
  

33.478 494.243 .000 2.276 .068 2.142 2.410 

Clear Work 

assignments   

Equal variances  0.356 .551 33.707 498 .000 2.156 .064 2.030 2.282 

Not Equal variances      33.707 492.414 .000 2.156 .064 2.030 2.282 

Shared 

leadership   

Equal variances  1.293 .256 32.533 498 .000 2.196 .068 2.063 2.329 

Not Equal variances       32.533 492.431 .000 2.196 .068 2.063 2.329 

Self-

assessment  

Equal variances  7.735 .006 32.553 498 .000 2.112 .065 1.985 2.239 

Not Equal variances     32.553 483.000 .000 2.112 .065 1.985 2.239 

Networking  

Equal variances   9.928 .002 30.185 498 .000 2.080 .069 1.945 2.215 

Equal variances not 

assumed 

  
30.185 482.962 .000 2.080 .069 1.945 2.215 

Willingness to 

share 

knowledge 

Equal variances   9.545 .002 30.870 498 .000 2.088 .068 1.955 2.221 

Equal variances not 

assumed 

  
30.870 481.922 .000 2.088 .068 1.955 2.221 

 Levene's Test for 
Equality of 
Variances 

t-test for Equality of Means 

F Sig. T Df Sig.(2-
tailed) 

Mean 
Differen

ce 

Std. 
Error 

Differe
nce 

95% Confidence Interval of 
the Difference 

Lower Upper 

Team 
Roles 

Equal 
variances  

20.057 .000 
98.36
7 

4498 .000 2.18000 .02216 2.13655 2.22345 

Not Equal 
variances  

  98.36
7 

4411.009 .000 2.18000 .02216 2.13655 2.22345 

          Source:  Primary data (2016) 
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1) Clarity of team purpose 

As Colenso, M. (1997, p.73) asserts successful teams talk about clarity of purpose, 

agreed objectives and know where they are heading which implies that clear purpose for 

establishing teams or change armies need to be properly defined and embraced by 

everyone in the team at the onset of team formation and inculcated on continuous basis.  

 In terms of clarifying team purpose for team members in public sectors of Oromia 

region, the reported high performing teams were rated high and very high, medium, low 

and very low by 71.20%, 26.40% and 2% of respondents respectively with mean 3.96 

and standard deviation of 0.783.  On the contrary, the reported low performing teams 

were reported as high and very high, medium, low and very low by 4%, 4.40%, and 

91.60% of respondents respectively with mean response of 1.72 and standard deviation 

of 0.677 in relation to the status of clarity of team purpose in those organizations. 

Further analysis showed that statistically significant difference exists between the 

reported high performing teams (Mean= 3.96 and SD=0.783) and low performing teams 

(Mean= 1.72 and SD=0.677) at t (487.786) = 34.114, P<0.05 concerning the purpose of 

team formation to their team members. Accordingly, the reported high performing teams 

in Oromia were rated positively than low performing teams in clarifying the purpose of 

establishing team or change army in public organizations. 

2) Status of team members’ participation      

Individual member of the team action or inaction has visible impact on the effectiveness 

of team or change army. Therefore, encouraging team members to discuss and reach 

consensus on team decision is vital as team objectives cannot be realized in the absence 

of active and productive participation of the team members (Strus, M. 2002, pp 9–10)  

In light of this, the reported high performing teams in public sectors of Oromia were 

rated high and very high, medium, low and very low by 69.20%, 29.60% and 1.20 % of 

respondents respectively with mean response of 3.89 and standard deviation of 0.739.  

On the other hand, the reported low performing teams in the region were rated high and 

very high, medium, low and very low by 1.20%, 6.40%, and 92.40% respectively with 

mean response of 1.66 and standard deviation of 0.652.   
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In addition, there is statistically significant difference between the reported high 

performing teams (Mean= 3.89 and SD= 0.739) and low performing teams (Mean= 1.66 

and SD= 0. 652) at t (490.301) =35.744, P <0.05. Therefore, it can be said that high 

performing teams were rated positively than low performing teams in engaging their 

team members actively in matters that needs their participations. 

3) Reaching consensus on Team decisions 

Team can successfully achieve its mission when team members reach consensus on 

every decision through open discussion among its members so that general agreement is 

reached on the goals to be achieved and the process of getting there.  Furthermore, 

consensus decision making is a innovative and modern way of reaching agreement 

among all members of the team. Consequently, consensus decision making by team 

members or public service change army is required to minimize organizational friction 

and get buy-in from team members ensuring that all opinions, ideas and concerns are 

taken into account by all team members. 

When evaluated based on the status of consensus among team members in public sectors 

of Oromia region , the reported high performing teams were rated  high and very high, 

medium, low and very low  by 68.80 %, 45.60 %, and  2.40 %  of respondents 

respectively with mean response of 3.89 and standard deviation of 0.773.  On the 

contrary, the reported low performing public organizations in the region were rated high 

and very high, medium, low and very low by 2.80 %, 4.80%, and 92.40% of respondents 

respectively with mean response of 1.64 and standard deviation of 0.705. 

On top of that, there is statistically significant difference between the reported high 

performing teams in the region (Mean= 3.89 and SD= 0.773) and low performing teams 

(Mean= 1.64 and SD= 0.705) at t (493.855) = 34.022, P < 0.05 showing that high 

performing teams were rated positively than low performing teams in reaching 

consensus among team members.   
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4) Status of open communication  among team members  

In order to build synergy among team members and develop organizational citizenship, 

open communication is essential as it enables team members to feel free and express 

their feelings on the tasks as well as on the teams’ operation.  Aldag, R. and Kuzuhara, 

L. (2015, p. 13) also agree that effective teams establish and maintain open channels of 

communication among team leaders and team members  as well as  among team 

members themselves. 

Concerning the status of communication among team members in public sectors of 

Oromia, the reported high performance teams were evaluated as high and very high, 

medium, low and very low by 70%, 27.20% and 2.80% of respondents respectively with 

mean 3.92 and standard deviation of 0.793. On the other hand, the reported low 

performing teams in the region were reported to be high and very high, medium, low 

and very low by 2.40%, 5.20% and 92.40% of respondents respectively with mean 

response of 1.64 and standard deviation of 0.726. 

The further analysis also demonstrate existence of statistically significant difference 

between the reported high performing teams (Mean= 3.92 and SD= 0.793) and low 

performing teams (Mean= 1.64 and SD= 0.726) at t (494.243) = 33.478, P < 0.05 

concerning the extent of open communication among team members. In this regard, the 

reported high performing teams in the region were rated positively than low performing 

teams in creating interactive environment where team members communicate openly. 

5) Status of giving clear roles and work assignment 

Team members are expected to have both individual accountability as well as  collective 

accountability which requires allocating clear roles and work assignment to members of 

the team fairly   so that no one member is overloaded and no one work is omitted from 

being accomplished. On top of that, assignment of clear roles and responsibilities 

enables each team member knows ones roles as well as what other members should do 

and how they all interact to form the whole (USAID 2012, p. 13). 
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In this regard, the reported high performing teams in public sectors of Oromia were 

evaluated as high and very high, medium, low and very low by 66.80%, 30.40% and 

2.80% respectively with mean response of 3.82 and standard deviation of 0.752. In 

contrast, the reported low performing teams in the region were expressed as high and 

very high, medium, low and very low by 1.60%, 6.80% and 91.60% of respondents in 

the stated order with mean response of 1.66 and standard deviation of 0.676.  

The detail analysis also showed existence of statistically significant difference between 

the reported high performing teams (Mean= 3.82 and SD= 0.752) and that of the 

reported low performing teams in the region (Mean= 1.66 and SD= 0.676) at t (492.414) 

= 33.707, P<0.05 in terms of assigning clear roles and works to be accomplished by 

team members. In effect, high performing teams were rated positively than low 

performing teams regarding assignment of work to their employees clearly to take 

individual and collective accountability.  

6) Status of Shared Leadership Roles 

Team organizations are considered as institutes of leadership development and are 

instrumental for leadership succession. This requires exercising leadership role such as 

shifting leadership functions from time to time depending on the circumstances, the 

needs of the team, and the skills of the members so that team members develop courage 

and competency to play leadership role at team level and step up to more leadership 

position (Strus, M. 2002, p. 11). 

Concerning the status of shared leadership among teams or change armies in public 

sectors of Oromia region, high performing teams were evaluated as high and very high, 

medium, low and very low by 64%, 31.60% and 4.40% of respondents respectively with 

mean 3.78 and standard deviation of 0.794. Conversely, the reported low performing 

teams were evaluated as high and very high, medium, low and very low by 2%, 6% and 

92% of respondents in the stated order with mean 1.58 and standard deviation of 0.713. 

The further analysis also reveals existence of statistically significant difference between 

the reported high performing teams (Mean= 3.78 and SD= 0.794) and low performing 

team (Mean= 1.58 and SD= 0.713) at t (492.431) = 32.533, P <0.05 in terms of sharing 



356 
 

leadership such as shifting leadership functions from time to time depending on the 

circumstances, the needs of the team, and the skills of the members. Accordingly, the 

reported high performing teams in the public sectors were rated positively than low 

performing teams in sharing leadership functions so that team members play leadership 

roles that also foster friendly environment and accountability for result.   

7) Status of self-assessment within team 

As teams are capacity building institutions and high performance driven establishments, 

self-assessment is one of  the strategies by which teams can continuously improve their 

capacity to perform as well as improve their performances  through periodical evaluation 

of how well the teams are functioning and what may be interfering with their 

effectiveness. In this regard, periodically team should take time to examine how well it 

is functioning and what may be interfering with its effectiveness (Parker 1990, p. 11).  

In this regard, the reported high performing teams in the public sectors of Oromia region 

were rated as high and very high, medium, low and very low by 59.20%, 34.40% and 

6.40% of respondents respectively with mean response of 3.66 and standard deviation of 

0.787.  In relation to the reported low performing teams in the region, the status of self-

assessment for improving teams’ performance was reported by respondents as high and 

very high, medium, low and very low by 2%, 3.20%, and 94.80% in that order with 

mean 1.55 and standard deviation of 0.658. 

In addition, there is statistically significant difference between the reported high 

performing teams (Mean= 3.66 and SD=0.787) and low performing teams (Mean= 1.55 

and SD=0.658) at t (483) = 32.553, P< 0.05 concerning self-assessment by teams or 

change armies in public sectors of the region. This reflects that the reported high 

performing teams were rated positively than low performing teams in assessment of 

their progress, achievements and challenges continuously to improve their performing 

capacity and performance outcomes. 
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8)  Status of Net-Work 

A well-functioning team transcends its level of unity beyond team boundary to other 

teams in the same organization and external to their organizations so as to get 

information, support or assistance when needed to facilitate goal achievement. The team 

spends time developing key outside relationships, mobilizing resources, and building 

credibility with important players in other parts of the organization ((Parker 1990: 11). 

Concern the ability and willingness of team members to broaden the level of their 

integration with parties outside of their team, the reported high performing teams were 

rated high and very high, medium, low and very low by 57.20%, 34.40%, and 8.40% 

respectively with mean 3.64 and standard deviation of 0.836. To the contrary, the 

reported low performing teams were evaluated as high and very high, medium, low and 

very low by 1.60%, 6% and 92.40% of respondents respectively with mean response of 

1.56 and standard deviation of 0.699.  

Further analysis about the status of net-working by the teams or change armies showed 

existence of statistically  significant difference between the reported high performing 

teams(Mean= 3.64 and SD=0.836) and low performing teams in the region(Mean= 1.56 

and SD=0.699) at t (482.962 )= 30.185 ,P <0.05. Accordingly, high performing teams 

were rated positively than low performing teams in terms of their ability and willingness 

to create and strengthen net-work with those outside of their teams so as to get 

information, support or assistance when needed and facilitate goal achievement. 

9) Willingness to sharing knowledge, skill, experience, and work facilities  

As teams comprise of stocks of knowledge, skill, and experience (i.e. intangible 

resources), their willingness to share these intangible resources within the organizations 

and beyond promotes knowledge management practices and build learning organization. 

Furthermore, team members’ willingness to share tangible resources such as work 

facilities strengthens collective accountability or organizational citizenship as team and 

as organization.  
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In this regard, the reported high performance teams were rated high and very high, 

medium, low and very low by 58%, 35.6% and 6.40% of respondents respectively with 

mean 3.68 and standard deviation of 0.822.  On the other hand, the reported low 

performing teams were evaluated as high and very high, medium, low and very low by 

2%, 5.20% and 92.80% of respondents in the stated order with mean 1.59 and standard 

deviation of 0.684.  

Further analysis also confirms that statistically significant difference exists between the 

reported high performing teams (Mean= 3.68 and SD=0.822) and low performing teams 

in public sectors of Oromia (Mean=1.59 and SD=0.684) at t (481.922) = 30.870, P < 

0.05. According to this analysis, the reported high performing teams were rated 

positively than low performing teams in their willingness to share tangible and 

intangible resources to raise the scale of their organizational performance.   

Finally, the cumulative evaluation(grand performance) of the teams in exhibiting the 

nine (9) characteristics of high performing teams collectively reveals high and very 

(64.93%), medium(30.98%), low and very low(4.09%) of respondents with mean 

response of 3.80 and standard deviation of 0.794 in case of the  reported high 

performance team . However, evaluation of the low performing public sectors in Oromia 

based on the grand result reveals high and very high (0.22%), medium (5.33%), low and 

very low (92.49%) of respondents with mean 1.62 and standard deviation of 0.6892.    

Furthermore, evaluating the status of exhibiting  team characteristics using the nine(9) 

indicators  showed existence of significant difference between  the reported  high 

performing teams (Mean=3.80 and SD= 0.79381) and low performing teams in Oromia 

(Mean=1.62 and SD=0.68916) at t ( 4411.009  )= 98.367 , P<0.05 revealing that the 

reported  high performing teams were rated positively than low performing teams in 

demonstrating team characteristics that  drive high performance.   

Last but not least, cumulative analysis of the status of team quality based on the status of 

teams performance on achievement of team objectives, the extent of adherence to team 

values and status of demonstrating characteristics of effective teams in the reported high 

performing teams and the  low performing team is depicted as under: 
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Table 56: Independent Samples Test (Team Quality) 

 Levene's Test 
for Equality 
of Variances 

t-test for Equality of Means 

F Sig. T df Sig. 
 (2-
tailed) 

Mean 
Differen
ce 

Std. 
Error 
Differen
ce 

95% Confidence 
Interval of the 

Difference 

Lower Upper 

Team 
Quali
ty 

Equal variances  40.568 .000 133.767 8497 .000 2.16433 0.01618 2.13261 2.19604 

Equal variances 
not assumed 

  
133.769 8354.657 .000 2.16433 0.01618 2.13261 2.19604 

          Source: Primary data (2016) 
 According to further analysis of team quality measured by three themes; namely team 

objectives, values and team characteristics, there is statistically significant difference 

between the reported high performing teams (Mean=3.7795 and SD= 0.79307) and low 

performing teams in public sectors of Oromia (Mean=1.6152 and SD=0.69533) at t 

(8354.657) = 133.769, P<0.05. Furthermore, the fact that mean difference is 133 times 

larger than the standard error of difference shows that mean difference is large enough to 

be significant at P<0.05 and high performing teams on average can perform 2.13261 

more than low performing teams even under very hard condition and 2.19604 more 

under good condition. 

In addition; discussion with interviewee concerning the difference between high 

performance and low performance teams showed that high performing ones are 

characterized by having realistic plan and making public sector reform their main 

agenda as facilitator of their job; whereas low performing teams have acute problems in 

data management, lack of regular discussion on achievements, challenges and future 

direction as well as huge gap in improving team members capacity on continuous basis. 

Therefore, comparative analysis of the status of  high and low performing teams based 

on evaluation of team objectives, team values and teach characteristics has shown large 

difference between the reported high performing team and low performing team and 

result is in favor of the  former. Thus, both the 4th research question and the 4th research 

hypothesis are answered rejecting the null hypothesis; while accepting the alternative. 
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7. Chapter Seven: Analyzing Individual Level Performance 

Public servants should transform their mindset (Marzuki, D.J., 2016, p.7) to ensure high 

performance which requires people with the growth and development mindset who: 

believe that their qualities can be cultivated, expanded through their personal efforts, 

believe that anyone can change and grow through application and experience, feel that 

their actual potential is infinite, and it can be developed with impassioned effort and 

continuous learning (Walters, S., 2015:12). 

In addition, Jarvis, M. (2016: pp.3-4) assert that a high performing public service is 

based on capable, skilled and professional people who are attracted to join and remain in 

the public service in large part because of the interesting and challenging nature of the 

work—work that offers the opportunity to make a real difference. Thus, the journey 

towards building and sustaining high performing organizations and high performing 

teams demands high performing employees. Therefore, this chapter is intended to 

answer the 5th research question as well as the 5th

 

 research hypothesis by comparing 

perceived performance of the reported high performance and low performance public 

organizations in Oromia Regional State based on high performance public servant 

characteristics identified by Thames, R.C. and Webster, D.W. (2009, p. 53), Anderson, 

D. and Anderson, L.A. (2010, pp. 77-101), Syauta (2012), ADO (2011), LAMPIRAN 

(2007) as follows: 
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                       Table 57:  Individual Public Servant (Micro- Level Analysis) 

No  Status    Criteria                       Rate     

5 4 3 2 1 Mean  SD 

1 High   Competency to deliver 
promises 

8.80 57.40 30.60 3.20  3.72 0.665 

Low   3.50 20 58.60 18 2.09 0.715 

2 High  Change enthusiasm  7.80 46.60 36.30 9 0.30 3.53 0.779 

Low  0.30 0.50 5.00 35.60 58.60 1.48 0.648 

3 High  Open-mindedness 10.50 42.80 39.30 6.80 0.70 3.56 0.796 

Low  0.30 0.30 6 36.30 57.10 1.51 0.656 

4 High  Acting ethically  16.80 47.40 30.10 5.30 0.3 3.75 0.807 

Low  0.30 1.2 17.50 39.30 41.80 1.79 0.791 

5 High  Commitment to serve 
citizens with integrity 

15.14 49.25 29.95 5.49 0.20 3.74 0.786 

Low   0.20 4.70 43.80 51.40 1.54 0.594 

6 High  Self-starting 10.10 47.60 34.30 7.50 0.50 3.59 0.791 

Low   0.30 0.30 4.20 40.10 55.10 1.48 0.640 

7 High   Continuous performance 

improvement 

9.70 48.80 34.90 6.00 0.70  3.61 0.770 

Low   0.30 0.30 4.20 40.10 55.10 1.51 0. 627 

High  Average  11.26 48.55 33.64 6.18 0.45 3.64 0.776 

Low  Average  0.30 0.90 8.80 41.97 48.16 1.63 0.703 

                 Source: Primary data (2016) 
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                 Table 58:     Independent Samples Test 

 Levene's Test for 

Equality of 

Variances 

t-test for Equality of Means 

F Sig. T Df Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Competency to 

deliver service 

Equal 

variance 
3.989 .046 40.878 1200 .000 1.629 .040 1.551 1.707 

Not Equal 

variances  

  
40.878 1193.679 .000 1.629 .040 1.551 1.707 

The outlook of 

employees as 

change 

enthusiast 

Equal 

variances  
26.483 .000 49.398 1200 .000 2.042 .041 1.961 2.123 

Not Equal 

variances  

  
49.398 1161.760 .000 2.042 .041 1.961 2.123 

Open-

mindedness   

Equal 

variances  
25.323 .000 48.711 1200 .000 2.050 .042 1.967 2.132 

Not Equal 

variances  

  
48.711 1157.645 .000 2.050 .042 1.967 2.132 

The status of 

employee in 

acting ethically 

Equal 

variances  
.018 .895 42.523 1200 .000 1.960 .046 1.870 2.051 

Not Equal 

variances  

  
42.523 1199.542 .000 1.960 .046 1.870 2.051 

Employees 

Commitment 

To Serve 

Citizen with 

integrity 

Equal 

variances  
19.382 .000 54.797 1200 .000 2.201 .040 2.123 2.280 

Not Equal 

variances  

  
54.797 1116.660 .000 2.201 .040 2.123 2.280 

Performance of 

employees as 

self-starting 

Equal 

variances  
26.850 .000 50.964 1200 .000 2.115 .041 2.033 2.196 

Not Equal 

variances  

  
50.964 1150.387 .000 2.115 .041 2.033 2.196 

performance 

improvement 

Equal 

variances  
20.859 .000 51.845 1200 .000 2.100 .041 2.020 2.179 

Not Equal 

variances  

  
51.845 1153.242 .000 2.100 .041 2.020 2.179 

 
               Source: Primary data (2016) 
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1) Public servant competency to deliver promises 

As service providers and facilitators of working environment for all economic actors to 

play their roles in fostering socio-economic development, public organizations are in 

generals and individual public servants in particular require adequate competencies to 

deliver what is promised.  

According to Kessler, R. (2008, p. 12) competencies are  written descriptions of 

measurable work habits and personal skills used to achieve a work objective or  

characteristics that the best employees have that help them be so successful.  Such 

competencies incorporate understanding working manuals and organizational rules and 

regulations, professional knowledge and skill in the areas of their pinpoint 

responsibilities and problem solving skills.  

Concerning the status of competency to deliver public service the reported high 

performing public servants in Oromia were reported as  high and very high (66.20%), 

medium (30.60%), low and very low (3.2%) of respondents with mean response of 3.72 

and standard deviation of 0.665. On the contrary, the reported low performing public 

servants were rated as high and very high (3.50%), medium (20%), low and very low 

(76.60%) of respondents  with mean response of 2.09 and standard deviation of 0.715.    

Further analysis also showed the existence of statistically significant difference between 

the reported high performing individuals (Mean= 3.72 and SD= 0.665) and the reported 

low performing individuals in the region with (Mean= 2.09 and SD=0.715) at t 

(1193.679) = 40.878, P<0.05. Therefore, high performing individuals were rated 

positively than low performing individuals in possessing the required competency to 

deliver public service in their organizations.    

2) Individuals outlook as change enthusiasts  

In the world of far-reaching demand for change, embracing reform is extremely vital for 

public organizations, teams and individual public servants to stay abreast, productive 

and vibrant. According to Baker, D. (2007, p. 89) change embraces all parts of an 

organization though, and the workforce at large has a role in change and its 

management, especially when the change is radical and discontinuous. Accordingly, 
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public servants’ attitude towards public sector reform determines to embrace and 

maintain change momentum. 

In terms of change friendliness, the reported high performing public servants are 

reported as high and very high, medium, low and very low by 54.40%, 36.30% and 

9.30% of respondents respectively with mean response of 3.53 and standard deviation of 

0.779.  On the contrary, reported low performing public servants in the public sectors of 

the region were rated as high and very high, medium, low and very low by 0.8%, 5%, 

and 94.20% of respondents correspondingly with mean 1.48 and standard deviation of 

0.648. Additionally, there is statistically significant difference between the reported high 

performing public servants (Mean=3.53 and SD=0.779) and low performing public 

servants (Mean=1.48 and SD=0.648) at t (1161.760) = 49.398, P<0.05. So, the reported 

high performing public servants in the public sector of the region were reported as keen 

to change or reform initiatives than low performing employees.    

3)  Open-mindedness of individual public servants   

According to  Dweck , C. (n.d.) cited in Miller, Ch. (2016, p. 3) individuals or 

organization with a growth and development mindset may choose to view change as an 

opportunity to upgrade skills and capacity to change individuals, teams and organization 

as opposed to those with fixed mindset who likely interpret change as a threat and resist 

it. Hence, public servants with progressive thinking and simple to give and take 

constructive consultation are the soul and bread of the successful organization.  

 In line with this fact, high performing employees in Oromia were evaluated as high and 

very high, medium, low and very low by (53.30%), (39.30%) and (7.5%) of respondents 

respectively with mean 3.56 and standard deviation of 0.796.  On the other hand, the 

reported low performing individuals were rated as high and very high, medium, low and 

very low by (0.60%) , (6%) and (93.40%) of respondents respectively with mean 

response of 1.51 and standard deviation of 0.656. 

Further analysis also showed existence of significant difference between the reported 

high performing public servants (Mean= 3.56 and SD=0.796) and the reported low 

performing ones (Mean= 1.51 and SD=0.656) at t (1157.645) = 48.711, P <0.05 
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indicating that the former were rated positively  in being open-mindedness and forward 

progressive ideas than low performing public servants in the region.   

4) Ethicality of individual public servants  

A package of values such as professional values, organizational values, communities’ 

values, constitutional values or democratic values should be used as the leading stars 

when public service is provided and hence  public servants must not only do technical 

things correctly, but they also must do ethically correct things ( Dutelle, A.W. 2011, 

p.26).   

As to the status of adherence to public service ethics, the reported high performing 

public servants in Oromia were rated as high and very high, medium, low and very low 

by (64.23 %), (30.10%) and (5.60%) of respondents with mean 3.75 and standard 

deviation of 0.807.  However, the reported low performing employees were evaluated as 

high and very high, medium, low and very low by (1.50%), (17.50%) and (81.10%) in 

that order. Furthermore, there is statistically significant difference between the reported 

high performing public servants (Mean= 3.75 and SD=0.807) and low performing ones 

(Mean=1.79 and SD=0.791) at t (1200) = 42.523, P<0.05. As per this analysis, the 

reported high performing individuals in public sectors of the region were reported to be 

more ethical in providing public service than the low performing employees in the 

region. 

5) Individual public servants commitment to serve citizens with integrity  

Public organizations are built to serve public interest through consultation and 

implementation of public policy and strategy. For instance;  Porter et al., (1974) cited in 

Nafei, W.A. (2014, p. 205) describes employees’ organizational commitment 

comprising of a strong belief in an organization's goals and values, a willingness to exert 

considerable effort for the organization, and a strong desire to maintain membership   

and  serve citizen with integrity  

Furthermore, BIOS (2016, p. 13) describes integrity as wholeness, integration into the 

environment, professional responsibility, conscious and open action based on moral 

reflection, incorruptibility, compliance with laws and codes, compliance with relevant 

moral standards and values and exemplary moral behavior 
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Accordingly, the reported high performing individuals in public sectors of Oromia were 

rated high and very high, medium, low and very low by (64.39 %), (29.95%) and 

(5.69%) of respondents respectively with mean 3.74 and standard deviation of 0.786.   

Conversely, the reported low performing individuals were rated as high and very high, 

medium, low and very low by (0.20%), (4.70%), and (95.20%) respectively with mean 

response of 1.54 and standard deviation of 0.594.  On top of that, there is statistically 

significant difference between the reported high performing individuals (Mean=3.74 and 

SD= 0.786) and that of the low performing ones (Mean=1.54 and SD=0.594) at t 

(1116.660), = 54.797, P<0.05 revealing that the reported high performing individuals in 

the region were rated positively than low performing individuals in terms of their 

commitment to serve citizens with integrity. 

6)  Public servant self-starting attitude  

Modern public sectors foster the culture of self-starting in which employees are 

motivated by policy, strategy, and objectives of their organizations and move forward by 

unleashing and aligning their energies along with their  big pictures which requires 

public servants to take self-initiative and  make difference in their organizations. 

According to Fay, D., and Frese, M. ( 2000, pp. 313-315) aspects of personal initiatives 

are self-starting behavior, proactivity and persistence whereby (a) self starting behavior 

implies that an individual pursues a goal without having been explicitly told and the goal 

pursued goes beyond normal requirement; (b) proactivity implies that one develops self 

starting goals or without waiting to respond to demand; (c) persistence involves  hard 

work and perseverance to maintain the momentum of change introduced owing to 

personal initiative so as to master technical barrier and minimize resistance and inertia 

posed by change resistant. In light of these illustrations taking self initiative and sticking 

to its achievement crucial for public servants to meet and transcend public expectations.   

 In this   regard, the reported high performing individuals in public sectors of Oromia 

region  were rated high and very high, medium, low and very low by (57.70%), 

(34.61%) and (8%) of respondents respectively with mean 3.59 and standard deviation 

of 0.791. On the other hand, the reported low performing individuals were rated as high 
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and very high, medium, low and very low by (0.60%) , (4.20%) and (95.20%) of 

respondents in the stated order with mean 1.48 and standard deviation of 0.640. 

Besides, there is statistically significant difference between the reported high performing 

individuals (Mean=3.59 and SD= 0.791) and the low performing public servants 

(Mean=1.48 and SD= 0.640) at t (1150.387) = 50.964, p<0.05. This analysis shows that 

the reported high performing individuals were rated positively than the reported low 

performing individuals in being self-starting performers instead of waiting for orders or 

direction from the top management or from someone who always gives order to do or 

not to do. 

7) Continuous performance improvement 

According to Collins, J. (2001, p. 11) Good-to-great organizations do not only focus on 

what to do to become great; they focus equally on what not to do and what to stop doing 

and good government agencies might become great agencies in the presence of  

continuous performance improvement. Therefore, public servants are expected to 

improve their performance continuously to satisfy increase public demand for 

comprehensive growth and development.   

In terms of improving their performance on continuous basis, the reported high 

performing individuals in the public sectors of Oromia were reported as    high and very 

high ( 58.50%) ,  medium (34.90%)  and low and very low (6.70%)  of respondents with 

mean response of 3.61 and standard deviation of 0.770.  On the other hand, the reported 

low performing individuals in the public sectors of the region were reported as high and 

very high, medium, low and very low by (0.60%), (4.20%) and (95.20%) of respondents 

respectively with mean 1.51 and standard deviation of 0.627.  

Further analysis showed existence of statistically significant difference between high 

performing individuals (Mean= 3.61 and SD= 0.770) and low performing individuals 

(Mean=1.51 and SD=0.627) at t (1153.242) = 51.845, P <0.05. In this regard, the 

reported high performing individuals were rated positively than the low performing 

individuals in improving their performance continuously as learning individuals.  
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In addition to separately comparing the two categories of public servants on each 

attributes in discussed in the above section, the next one determine  existence or absence 

of statistically significant difference between high performing and low performing 

individual public servants based on cumulative value (grand mean) of the two categories 

of individuals . 

Table 59: Independent Samples Test (Individual level) 
 Levene's Test 

for Equality of 
Variances 

t-test for Equality of Means 

F Sig. T df Sig. (2-
tailed) 

Mean 
Difference 

Std. Error 
Difference 

95% Confidence 
Interval of the 

Difference 
Lower Upper 

Individual 
Quality 

Equal 
variances 
assumed 

27.228 .000 124.748 8412 .000 2.014 .016 1.982 2.045 

Equal 
variances not 
assumed 

  
124.748 8331.796 .000 2.014 .016 1.982 2.045 

        Source: primary data (2016) 

Considering cumulative (grand ) performance on all attributes as in table 60,  the 

reported  high performing individuals were reported to be high and very high, medium, 

low and very low by (59.81 %) , (33.64%) and (6.63%) of respondents respectively with 

mean  3.64  and standard deviation of 0.776. On the other hand, the reported low 

performing individuals in the region were evaluated as high and very high, medium, low 

and very low by (1.20%) , (8.80%) and (90.13%) of respondents respectively with mean 

1.63 and standard deviation of 0.703. 

Furthermore, there is statistically significant difference between quality of high 

performing individuals (Mean= 3.64 and SD= 0.776) and that of the reported low 

performing ones (Mean=1.63 and SD=0.703) at t (8331.796) = 124.748, P<0.05. 

Therefore, high performing individuals are rated positively than low performing 

individuals based on micro-level high performance factors at individual public servant 

level; such as public servant competency, internal dedication or commitment to serve 

change friendliness or enthusiasm, servant attitude, public service ethics and continuous 

performance improvement. Next, the relationships between these attributes are analyzed. 
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Table 60: Relationship of High Performing Public Servant Attributes  

 Capability 
of 

employees 
to deliver 

Commitme
nt to Serve  

Employees 
outlook  

Employees 
open-
mindednes
s   

Employe
e in 

acting 
ethically 

Employee
s as self-
starting 

Perform
ance 

improv
ement 

Capability of 
employees to 
deliver 
promises 

R 1 .779 .762** .749** .726** .759** .767** ** 

Sig. (2-
tailed) 

 
.000 .000 .000 .000 .000 .000 

N 1202 1202 1202 1202 1202 1202 1202 

Employees 
Commitment 
To Serve 
Citizen 

R .779 1 ** .841 .835** .783** .835** .828** ** 
Sig. (2-
tailed) 

.000 
 

.000 .000 .000 .000 .000 

N 1202 1202 1202 1202 1202 1202 1202 

The outlook of 
employees as 
change 
enthusiast 

R .762 .841** 1 ** .880 .822** .877** .875** ** 
Sig. (2-
tailed) 

.000 .000 
 

.000 .000 .000 .000 

N 1202 1202 1202 1202 1202 1202 1202 

The status of 
open-
mindedness of 
employees 

R .749 .835** .880** 1 ** .838 .878** .882** ** 
Sig. (2-
tailed) 

.000 .000 .000 
 

.000 .000 .000 

N 1202 1202 1202 1202 1202 1202 1202 

The status of 
employee in 
acting ethically 

R .726 .783** .822** .838** 1 ** .817 .827** ** 
Sig. (2-
tailed) 

.000 .000 .000 .000 
 

.000 .000 

N 1202 1202 1202 1202 1202 1202 1202 

Performance of 
employees as 
self-starting 

R .759 .835** .877** .878** .817** 1 ** .910** 
Sig. (2-
tailed) 

.000 .000 .000 .000 .000 
 

.000 

N 1202 1202 1202 1202 1202 1202 1202 

Status 
Continuous 
performance 
improvement 

R .767 .828** .875** .882** .827** .910** 1 ** 

Sig. (2-
tailed) 

.000 .000 .000 .000 .000 .000 
 

N 1202 1202 1202 1202 1202 1202 1202 
Source: SPSS output from primary data (2016) **. Correlation is significant at the 0.01 level (2-tailed). 

As indicated in table 61,  competence of public servant to delivery promises in the form 

of public service has statistically significant strong positive correlation with public 

servant commitment to serve(r= 0.779),  public servant reform outlook (r= 0.762), public 

servant open-mindedness(r= 0.749), public servant performance ethics(r= 0.726) and 
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public servant performance improvement( r=0.767)  implying that competence of public 

servant increase with other high performance public servant attributes used in the study. 

Secondly, public servant commitment to serve has statistically significant very strong 

positive correlation with public servant outlook (r=0.841), open-mindedness of public 

servant(r=0.835), public servant’s self initiative( r=0.835), public servant performance 

improvement(r=0.828) and statistically significant strong positive correlation with 

public service ethics (r=0.783)  signifying that public servant commitment increases 

with all other high performance public servant attributes used in the study. 

Thirdly, public servant outlook regarding public sector reform has statistically 

significant very strong positive correlation with public servant open-

mindedness(r=0.880), public service ethics (r=0.822), public servant self 

initiative(r=0.788) and public servant performance improvement (r=0.875) indicating 

that public servant outlook increase hand in hand with these  high performance public 

servants. 

Fourthly,   open-mindedness of public servant has statistically significant very strong 

positive correlation with public service ethics (r= 0.838), public servant’s self 

initiative(r= 0. 878) and public servant’s continuous performance improvement 

(r=0.882) showing that open-mindedness of public servant increase with these high 

performing public servant attributes. 

The fifth point to be considered is public service ethics which has statistically significant 

very strong positive correlation with public servant’s personal initiative (r=0.817) and 

continuous performance improvement of public servant which also stipulating that the 

two attributes  increases together.  

Finally, the self-initiative taken by public servant has statistically significant very strong 

positive correlation with hi/here performance improvement (r= 0.910) revealing   that 

both high performing attributes increase together. Therefore, it can be deduced that all 

the seven high performing public servant attributes have statistically significant and 

strong positive correlation with each other indicating the high performance attributes 

reinforce one another.   
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In addition to quantitative analysis, qualitative data generated through interview has 

revealed that the reported high performing individuals are generally characterized by: 

 good command of time management at work 

 good discipline at work 

 customer-orientation  

 having personal development plan 

 change-orientation or enthusiastic towards change  

 exemplary performance on their pin point responsibility 

 having alignment with corporate and process objective 

 serving people even in the absence of facility (walking on foot and serving 

citizens) 

 loyal and commitment for policy and strategy of their sector 

 demonstrating  continuous capacity development 

On the contrary, interviewee described the reported low performance employees with 

attributes such as: 

 poor discipline at work place 

 poor time management  

 trying  to justify  the cause of poor governance instead of being part of the 

solution 

 undermine their contribution to bring genuine transformation   

 poor alignment with policy, strategy and plan of their organizations 

 lack of competency in delivering public service 

Generally, the triangulation of both quantitative and qualitative analyses reveals that the 

reported high performing individual public servants are perceived positively by 

respondents as opposed to the low performing public servant counterparts  and the 

comparison showed statistically significant difference between the two categories. 

Therefore, both the 5th research question and the 5th

 

 research hypothesis are answered; 

rejecting the null hypothesis and accepting alternative hypothesis. 
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8. CHAPTER EIGHT: SUMMARY OF MAJOR FINDINGS, 

CONCLUSIONS AND RECOMMENDATIONS  

8.1. Introduction  
In this chapter summary of major finding, discussions, conclusions and 

recommendations are provided. First, the study revisits the research questions and 

hypotheses and their effectiveness to solicit answers for unanswered questions. 

Secondly, the conceptual framework and research methods within which the study was 

pursued are restated briefly. Thirdly, summary of major findings and discussions are 

reported. Fourthly, conclusions drawn and limitations of the study are stated. Finally, 

recommendations are implications for future research are presented.  

8.2.  Overview of Research Problem 

 The task of transforming government and aligning it with modern realities and growing 

public expectation is the top urgent agenda, especially for developing countries. 

According to Chai, N. (2009, p.2) sustainable development prompted nothing less than a 

fundamental change in both decision-making mechanisms and public administration 

systems in government. This implies, a government organization that manages to define 

its products can show its performance such as improving the effectiveness, efficiency 

and legitimacy of government action ( Bruijin, H. De. 2002, p.1). 

Opting for sustainable development, Ethiopia has declared the commencement of its 

long journey towards realizing renaissance and beat poverty pursuing democratic 

developmental state paradigm. In line with macro level declared commitment, the 

corresponding high performance mind set is expected at all levels of public institutions 

such as government, public organizations, teams and individuals in all public 

machineries and administrative hierarchies.   

As the country is following federal system and decentralized governance, the roles of 

regional state and public organizations at local levels are very decisive since they are 

closest to the poor and expected to practically implement public policy and strategy in 

provide basic health service, education service, water supply, transportation services, 

housing service, agricultural extension services, police and security, justice, facilitating 
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youth and women employment, etc. Hence, they are the bedrock to exercise self 

governance and exercise democracy.  

To this end, multifaceted public sector reform initiatives that cement the mission are 

underway with a view to create and sustain alignment among macro-level, meso-level 

and micro-level as well as within public organizations which is inconformity  with 

Ingraham, 2007, p.5 ) who state that performance—or, more accurately, improved 

performance—has been the underlying objective of government reforms. In this regard, 

Chai, N. (2009) the public sector reform promotes the transfer of the public sector from 

a rule-bound bureaucracy to a mission-focused organization that responds to the needs 

of the public. However, various findings suggest that 75 % of all transformation efforts 

fail, as do 50–75 per cent of all-re-engineering efforts (Holbeche, L., P. 2005, p.6).  

As progressing towards sustainable development raises important challenges to 

performance evaluation, government is accountable for making its administrative 

behaviors compatible with the sustainable development and also when sustainable 

development is integrated into the sectoral strategic planning process, identification of 

the responsibility for the implementation of policy initiatives is set out on individual 

ministries and agencies, which is also critical for progress (Chai, N. 2009, p. 3). 

As far as  Oromia Regional State is concerned , the region is implementing integrated 

performance management system  comprising of  Balanced Scorecard and 3600

 On account of such strategic performance management and measurement system 

different levels of high performers such as public organizations, teams and individuals in 

the region have been evaluated and recognized at regional and federal level for their 

achievement as high performers (green threshold) comprising of 8% of public 

organizations in the region. On the other hand, significant amount of public 

organizations in the region were in yellow performance threshold as medium level 

performance (67% of public organizations) and red performance threshold as low 

performers (25% of public organizations).  Therefore, the region is struggling with large 

 

performance evaluation system  applied at macro, meso and micro level  so as to gauge 

the status of actual performance, identify and recognize high performers and scale up 

best practices. 
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proportion of public organizations whose performances are far below public and 

government expectations  

Besides, the status of the reported high performance and low performance institutions on 

one hand and the contributions of high performance factors towards actual performance 

on the other hand ; as well as the relationship of these high performance factors were not 

scientifically studied in the region. To this end, analyzing high performance for 

government, organizations, groups or teams and individuals requires defining what high 

performance means at each of these levels (Blackman et al 2013, p.9).  

Therefore, the current study is aimed at analyzing status of government-wide 

performance as well as   comparing the extent to which   the reported high performance 

public organizations, teams and individuals on one hand and the reported low 

performing institutions on the other hand in terms of the widely and worldly accepted 

high performance attributes to differentiate the gap and testify existence of statistically 

significant difference between these two categories of performers. Consequently, finding 

of the study can help the regional government in creating and sustaining high 

performance culture at all levels by shifting and lifting organizational software and 

hardware (i.e. human side and system side) to raise performance bar on sustainable basis 

to realize the intended renaissance fruition.  

To this end, the study has attempted to answer research questions and test research 

hypotheses. The research questions addressed in the study are: 

1. What is the status of regional government performance based on objective 

evaluation of performance report and as perceived by respondents in light of 

government-wide high performing criteria? 

2. What is the status of ‘high’ and ‘low’ performing public sectors in terms of high 

performance parameters such as leadership quality, organizational system quality, 

public service quality, human resource quality and citizens-public sector partnership 

quality    in Oromia Regional State as perceived and rated by respondents? 

3.  What is magnitude and direction of correlation between high performances factors 

as applied for   public organizations in Oromia Regional State? 
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4. What is the status of ‘high’ and ‘low’ performing teams in terms of high 

performance team attributes as perceived and rated by respondents? 

5. What is the status of ‘high’ and ‘low’ performing public servants in Oromia in terms 

of high performing attributes as perceived and rated by respondents? 

Furthermore, research hypotheses tested to determine whether significant differences 

exist between the reported high and low performing organizations, teams and individual 

public servants, determine the relationship between high performance factors as well as 

verify unique contributions of high performance factors towards actual public sector 

performance are as follows: 

H1:  High performance public organizations attributes such as Leadership quality,  

organizational system quality, public service  quality, human resource quality,  and 

citizens- public sector partnership quality significantly vary between ‘high’ and ‘low’ 

performing public sectors  in Oromia Regional State. 

H2: There is statistically significant correlation between high performance factors in 

public sectors of Oromia Regional State 

H3: High performance factors such as Leadership quality, organizational system quality, 

public service quality, human resource quality, and citizens- public sector partnership 

quality make significant unique contribution to organizational performance in public 

sectors of Oromia regional State 

H4:  Team performance on high performance team attributes significantly varies across 

‘high’ and ‘low’ performing teams in public organizations of Oromia Regional state. 

H5: 

8.3. Conceptual Framework and Research Methods 

Individual public servant performance rate on high performing public servants 

attributes  doesn’t significantly varies across ‘high’ and ‘low’ performing public 

servants in public sectors of Oromia Regional State  

In order to answer research questions and test research hypotheses the researcher has 

adopted and improved multi-level conceptual framework developed by (Blackman et al 

2013, p.9). According to this model high performance is analyzed at four levels such as 

government-wide, public organizations level, teams and individual levels.  
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Concerning government-wide performance assessment attributes such as government-

wide system, core management functions, public accountability, government 

commitment, government capacity and public trust were chosen and used in the study 

based on review of related literature. Secondly, high performance factors at level of 

public organizations such as leadership quality, organizational system quality, public 

sectors performance quality, citizens-public sectors partnership quality and human 

resource quality were used and analyzed for high performing and low performing 

organizations. Thirdly, the status of team level high performances were analyzed based 

on the status of progress in achievement of team objectives, status of adherence to team 

objectives and extent of demonstrating characteristics of high performing teams. Finally, 

the status of  high performance at individual public servant level were analyzed by 

comparing high performing and low performing public servants based on competence, 

commitment to serve, public service ethics, open-mindedness , status of reform 

enthusiasm  and extent of public servant performance improvement on continuous basis. 

In relation to research methods, the study has used a descriptive- inferential research 

design carried out based on mixed research approach. Furthermore, the study has used 

probability and non-probability sampling strategy to collect data from respondents such 

as beneficiaries, leaders and public servants based their relevance and proximity to the 

type of data to be generated. Accordingly, a total of 2086 respondents have participated 

in the study for which overall response rate was 92% (excellent). On top of that 

secondary data were collected from regional government’s performance report during 

GTP I (2009/2010-2014/15). Finally, quantitative data were entered in to SPSS Version 

20 and analyzed using descriptive statistics such as mean and standard deviation, 

correlation analysis using Pearson correlation and regression analysis to determine the 

unique contribution of high performance factors towards actual performance and 

produce regression line.  In this regard, summary and discussion of major findings for 

each level, namely macro-level, meso-level and micro-level   are reported respectively 

as follows: 
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8.1.  Summary of   Government-Wide (Macro-Level) Findings 

As recognized in the aforementioned section, high performance governance system in 

Oromia Regional State was analyzed based on government-wide high performance 

attributes such as   (1) regional government wide perceived system efficiency (system 

functionality), (2) regional government’s perceived commitment to change citizens’ life 

(3) regional government’s perceived capacity to lift people from poverty (4) perceived 

performance of regional government on core management function, (5) perceived status 

of public accountability system designed and implemented by regional government and 

ultimately  and (6) status of public trust on regional government performance. Based on 

these pillars, major findings of the study and their subsequent discussions are provided 

as under. 

Firstly, the regional government-wide perceived  system functionality was  measured in 

terms of seven(7) systems such as attempt in creating meritocratic public service 

system(mean=3.16), attempt in minimizing power abuse by public officials 

(mean=3.18), attempt in devolving power to lower level administrative level such as city 

administrations, district administrations, Kebele level administrations (the lowest 

administration level) (mean=3.19), attempt in strengthening check and balance system 

among the three branches of government as well as media(mean=3.18), attempt in 

strengthening public engagement in socio-economic development endeavors 

(mean=3.18), attempt in enforcing public sectors to fulfill their statutory requirements 

endorsed by Caffee Oromia or regional council(3.17) and  attempt in fighting rent-

seeking political economy and gradually replacing with developmental political 

economy (mean3.16) and evaluated by majority (nearly  40%) as medium  with 

cumulative mean (3.175) and very strong positive correlations (r=0.90) among systems 

attempted to be established by regional government.   

On a scale of 1–5, a dichotomous category is envisaged; the mean scores below 3.00 are 

classified as low, whereas the mean scores above 3 are classified as high (Alazar Amare 

2016, p. 208). Accordingly, perceived functionality of system designed by Oromia 

Regional State is positively rated by respondents for means of all the seven systems are 

slightly more than 3.00 and a very strong positive correlation between perceived 
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performances of system functionality elaborate that improving one government system 

improves linearly in the same direction.  

Furthermore, the status of accountability in the region was measured by political 

accountability (mean=2.79), managerial accountability (mean=2.82), financial 

accountability (mean= 2.83) and legal accountability (mean= 2.72) with overall 

accountability (mean= 2.79) with very strong positive correlation among the four types 

of accountability(r= at least 0.837).  On the scale of 1-5, a dichotomous category is 

envisage with mean more than 3.00 is considered as high or positive and a mean less 

than 3.00 is considered as low or negative.  In this regard the status of government 

performance in strengthening accountability was perceived or rated negatively by 

respondents for all types of accountability and cumulative status of accountability in the 

region as low.  Besides, a very strong positive   correlation among the four types of 

accountability elucidates existence of linear and positive correlation in which all of them 

increase or decrease all together.   

The third indicator to assess regional government perceived performance were core 

management functions as measured by human resource management performance 

(mean=2.85), financial management function (mean= 2.85), change management 

(mean= 2.87), Information communication management (mean= 2.86) and management 

for result (mean=2.86) and cumulative core management function of regional 

government (mean=2.85) with strong positive correlation (r= at least 0.70).  In this 

regard, perceived performances of regional government on core management functions 

as rated by respondents were low or negative. In addition, all management functions are 

strongly and positively correlated showing that performance on all core management 

functions bring collective improvement or reinforce one another. 

The fourth indicator which was set out to measure performance of regional government 

was extent of perceived commitment such as expressed commitment, institutional 

commitment and resource commitment (mean=0.3076) which slightly more than 3.00 or 

positively perceived by respondents. The fifth indicator which was utilized to evaluate 

regional government’s performance was government capacity to delivery promised 

policies and  strategies as measured by extent of perceived regulatory capacity to enforce 
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law, peace and order (mean= 2.77), administrative capacity to lead (mean= 2.80), 

technical capacity to implement policies and strategies (mean= 2.79), extractive capacity 

to mobilized resource and finance development projects (mean= 2.79) and cumulative 

perceived capacity of regional government (mean= 2.78) and strong positive correlation 

among different kinds  of  government capacity indicators (r= greater or equal 0.78).  In 

line with this analysis, the mean response of perceived performance on for all 

government capacity indicators is less than 3.00 indicating that such capacities were 

rated as low or negatively by respondents. On the other hand, the strong positive 

correlation among various kinds of capacities reveals that all capacities are improved 

jointly and linearly in the same direction.  

Another indicators employed by researcher is public trust of multiple types such as 

competency trust (mean= 2.93), procedural trust (mean=2.95), economic trust ( mean = 

2.94), social trust (mean=3.04), technological trust (mean=2.93), moral trust 

(mean=2.92) and the overall trust (mean=2.95) implying that public trust with specific 

reference to competency trust, procedural trust, economic trust, technological trust and 

moral trust is reported as  low  ; where as social trust is rated as relatively positive.  On 

the other hand, existence of strong and positive correlation among various public trusts 

depicts implying that public trust components increase or decrease together.  

Coming to the specific government organ, public trust on different segments of regional 

government elucidates that public trust on public service delivered (mean=2.67), public 

justice system (mean=2.50), cabinet (mean= 2.60) and   legislative organ of the region 

(mean=0. 2.92) are less than 3.00 emanating from low level of citizens satisfaction on 

government machineries at various level.  

Generally, the grand performance of the regional government performance on 

government-wide high performance system, core management function, public 

accountability, public trust on government and government capacity  as shown by grand 

mean on five point Likert scale is 2.94 indicating that the overall evaluation  that    

beneficiaries  have towards regional government performance is negative (i.e. mean less 

than 3.00). 
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Accordingly performance of regional government is less than high performance 

government all over the world (6.50 measured on ten point Likert scale).   

8.2. Summary of Public Sector (Meso –Level) Findings 

High performing public sector is a key to economic growth and development able to 

achieve goals of organizational and national strategy. To deliver the high performance 

that citizens demand, government organizations need to shift their focus from the 

traditional preoccupation with service transactions to a larger purpose—that of creating 

public value for citizens (Parston and Goodman, 2008) cited in Waal (2014:1). 

In order to analyze the status of the reported high and low performance public 

organizations in Oromia region, the researcher has used five attributes; namely 

leadership quality, human resource quality, organizational system quality, public service 

quality and citizens- public sectors partnership quality based on review of related 

literatures.  Next, the summary of findings concerning each factor is forwarded as under: 

8.2.1.   Summary of Findings Concerning Leadership Quality 

In order to analyze the status of leadership quality in the reported high performance 

public organizations and the low performance public organizations, the researcher has 

used leadership performance in formulating and deepening proper organizational 

foundations (mission, vision, values and strategies) on one hand and the status of 

perceived leadership attributes such as competence, attitude and behavior by evaluating 

expressed and executed commitment as witnessed by public servants.  

Accordingly, the status of leadership quality as measured by the extent of formulating 

and deepening  game changing organizational foundations were rated by respondents   

concerning clarity of organizational missions( mean= 3.80 & 3.32 respectively for high 

performance and low performance), clarity of organizational vision(mean= 3.70 & 3.25 

respectively for high performance and low performance), power of organizational vision 

to motivate and rally human resource along with (mean= 3.58 & 2.94 respectively for 

high performance and low performance ), clarity of organizational values to human 

resources in their organizations(mean=3.63 & 3.03 for high performance and low 

performance organizations respectively), power of organizational values to motivate 
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human resources in their organizations(mean= 3.51 & 2.90 for high performance and 

low performance organizations respectively), clarity of organizational strategy to human 

resources(mean= 3.61 & 3.03 for high performers and low performance organizations 

respectively), power of organizational strategy to motivate human resources(mean= 3.49 

& 2.76 for high performance organizations respectively), able to focus on strategic 

foundations(mean=3.81 & 3.25 for high performance and low performance public 

organizations respectively) with cumulative mean responses on the eight(8) indicators of 

organizational foundations  were 3.64   and 3.06   for high performance and low 

performance organizations in that order. Accordingly, all the mean responses concerning 

leadership quality as measured by the extent of strengthening organizational foundation 

having eight indicators are more than 3.00 for leadership in high performing public 

organizations. As far as leadership in low performing public organizations are concerned 

, leadership performance in formulating mission, vision, values and strategies were rated 

positively while powerfulness of vision, values and strategies formulated by such leaders 

were rated negatively. Finally, there is statistically significant difference between high 

performance and low performance organizations in terms of their leadership quality as 

measured by their performance in setting and managing implementation of 

organizational foundations as well as inspiring human resources of those organizations 

to achieve common good. 

Concerning  quality of leadership as  measured by the status of reported leadership 

motive or internal dedication, detail result reveals leadership commitment for 

strengthening  quality culture(mean= 3.43 & 2.69 for high performance and low 

performance public organizations respectively), leadership commitment for creating 

learning –centered environment (mean=3.29 & 2.65 for high performance and low 

performance organizations respectively), leadership commitment for embracing and 

sustaining change in their organizations (mean= 3.38 & 2.62 for high performance and 

low performance organizations respectively), leadership commitment to act as 

institutional citizenship(mean= 3.42 & 2.67 for high performance and low performance 

organizations respectively), leadership commitment to act as a well-informed decision 

makers than making arbitrary decisions( mean= 3.25 & 2.69 for high performance and 

low performance public organizations respectively) , leadership commitment for result-
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orientation or feel accountability for result( mean=3.54 & 2.79 for high performance and 

low performance respectively), leadership commitment towards  coaching public 

servants to achieve high performance(mean=3.44 & 2.71 for high performance and low 

performance respectively), leadership commitment to act as team player( mean= 3.45 & 

2.81 for high performance and low performance organizations respectively), leadership 

commitment to behalf as life-long learner or as everyday learner(mean=3.21 & 2.63 for 

high performance and low performance organizations respectively), leadership 

commitment for technology utilizations to transform their organizations( mean= 3.37 & 

2.64 for high performance and low performance organizations respectively), leadership 

commitment to act as communicator to stakeholders and get support(mean=3.61 & 2.95 

for high performance and low performance organizations respectively), leadership 

commitment for encouraging and introducing innovative ideas in their 

organizations(mean= 3.32 & 2.58 respectively for high performance and low 

performance public organizations) , leadership commitment in acting as relationship 

builder to cement human resource of their organizations and closely work with another 

public organizations to bring collective result(mean= 3.46 & 2.77 respectively for high 

performance and low performance public sectors) which collectively results in 

cumulative  mean response of 3.38 and 2.70  respectively for leadership in high 

performance and low performance public organizations respectively. According to the 

status of leadership quality measured in terms of leadership attributes, all mean 

responses for leadership in high performance public organizations are above 3.00 

indicating positive response and all mean responses for leadership in low performing 

public organizations are less than 3.00 which is to mean  negative response. On top of 

this, there is statistically significant difference between means of leadership in high 

performance and low performance public organizations in relation to all dimensions of 

leadership quality as measured on leadership attributes. 

Finally, the grand  mean of leadership quality as measured by leadership performance in 

setting and deepening  organizational foundations  and leadership attributes to make 

difference yielded 3.49 (69.80%) and 2.85(57%) for high performing and low 

performing public organizations respectively .  
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Furthermore, a mean more than 3.00 is positive as opposed to a mean less than 3.00 

which implies that leadership quality in the reported high performing organizations in 

the region was positively rated than leadership quality in the reported low performing 

organizations. Besides, there is statistically significant difference between the mean 

leadership quality in high performance organizations and low performing organizations. 

The finding on leadership quality for high performance organizations is approximately 

similar with finding of the study conducted by DeWaal (2012) in Uganda (71%).  

Furthermore, the status of leadership quality of the reported high performing public 

organizations in Oromia; which is on average(3.49) is higher than leadership quality of 

Zambia(2.55) and African government(2.90) ; but less than the minimum world average 

(4.25) on five point Likert scale(DeWaal 2014). 

8.2.2. Summary of Findings on Organizational System Quality 

In relation to the status organizational system improvement the study has assessed to 

what extent public organizations reported as high performers and those reported as low 

performers were asked to rate their performance on eight(8) attributes such as fitness of 

business process, fitness of organizational structure, human resource management 

practices, ICT utilization practices as enablers, performance management system, 

maintaining accountability at various levels and  high performance work culture 

practices. 

Concerning the fitness of organizational process to streamline service delivery and 

facilitate achievement of organizational objectives, the mean response for the reported 

high performance and low performance public organizations in Oromia were 

3.42(68.40%) and 2.85(57%) respectively. In addition, there is statistically significant 

difference between the means of the reported high performance (mean=3.42) and 

reported low performance public organizations (mean=2.85) in terms of creating the 

fittest organizational process through implementation of public sector reform.  

With regard to the fitness of organizational structure to shoulder organizational mission 

or enable public organization meet collective interest of citizens, means of   the reported 

high performance and low performance public organizations are 3.53(70.60%) and 
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2.97(59.40%) respectively. As mean of high performance public organizations is more 

than 3.00 and that of the low performance public organizations is less than 3.00, 

respondents have positively rated high performance organizations and negatively rated 

the reported low performance public organizations. Furthermore, there is statistically 

significant difference between the two categories of public organizations in terms of 

designing the fittest organizational structure to execute their missions.  

As to the conduciveness of human resource management practices to execute 

organizational mission, the means of high performance public organizations and low 

performance public organizations were 3.47(69.40%) and 2.88 (57.60%) respectively. In 

the same way, there is statistically significant difference between mean of high 

performance and low performance public organizations in creating conducive human 

resource management practices that attract, retain, and develop human resources in those 

organizations. 

In terms of ICT utilization as enablers by public organizations to support public sector 

reform initiatives the reported high performance organizations has mean of 

3.37(67.40%) and the reported low performance public organizations has mean response 

of 2.64 (52.80%)  implying that high performing organizations were rated positively 

while the low performing counterparts were rated negatively. In addition, there is 

statistically significant difference between the two categories of public organizations in 

concerning ICT utilization  

With reference to performance management system in public organization, the status of 

its implementation has mean of 3.49 (69.80%) and that of the reported low performance 

organizations has mean 2.84 (56.80%).  As mean more than 3.00 is considered as 

positive or high and the mean  less than 3.00 is considered as negative or low, high 

performance public organizations reported positive performance than the corresponding 

low performing public organizations . Besides, there is also statistically significant 

difference between high performance and low performance public organizations in 

fostering implementations of performance management practices. 
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Considering the status of accountability  as measured by individual accountability and 

collective accountability , the reported  high performance public organizations were 

assessed with mean 3.52 (70.40%) and the reported low performance organizations with 

mean  2.83(56.60%) in relation to the status of  individual accountability. Furthermore, 

the reported high performance public organizations were evaluated with mean of 

3.38(67.60%) whereas the reported low performance organizations were rated with 

mean 2.79 (55.80%) with regard to the status of shared accountability. As mean more 

than 3.00 is considered as positive and mean less than 3.00 is taken as negative on the 

scale of 1-5, this analysis signifies that the reported high performance public 

organizations were evaluated on the better status in contrary to the reported low 

performing public organizations in the region both on establishing individual 

accountability and shared or collective accountability in their organizations. 

With respect to developing high performance work culture in the public organizations, 

the reported high performance organizations were assessed to have 3.56 (71.20%) 

whereas the reported low performance organizations were assessed with  mean 2.82 

(56.40%). Thus, the reported high performance public organizations were rated as 

positive or high (i.e. mean more than 3.00) and the reported low performance public 

organizations were rated as negative or low (i.e. mean less than 3.00) which is also 

supported by existence of statistically significant difference between means of the two 

categories of organizations both in individual accountability and collective 

accountability.    

Generally, analysis of organizational performance on the eight(8) indicators of   system 

quality elucidates that   high performance organizations achieved mean score of  3.46 

(69%) and the reported low performance public organizations were rated at mean score 

of 2.82 (56.40%) .  

On the scale of 1-5 the mean more than 3.00 is taken as positive or high and the mean 

less than 3.00 is considered as negative or low, the reported high performance public 

organizations are generally rated positively than the low performing public organizations 

on all system quality indicators. Furthermore, there is statistically significant difference 

between means of the two categories of public organizations. 
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The finding concerning organizational system quality for high performance 

organizations is slightly more than finding by DeWaal (2012) in Uganda (64%). 

Furthermore, InSync Survey or Organizational Alignment Survey (2012) revealed that 

commitment for continuous organizational system improvement by high performing 

organization is (73%) as compared to low performing organizations (41%)   which is 

69% for high performance 56.40% for low performance public organizations in Oromia 

implying that high performance organizations in Oromia concerning system 

improvement is less by 4% that the alignment survey; keeping all other things constant.  

Furthermore, the status of continuous improvement and renewal or organizational 

system quality  of the reported high performing public organizations in Oromia; which 

on average (3.46) is higher than that of Zambia(2.55) and African government(2.85) ; 

but less than the minimum world average (4.25) on five point Likert scale(DeWaal 

2014).  

8.2.3. Summary of Findings Concerning Public Sector Performance Quality 

In order to evaluate the status of public sector performance quality the researcher has 

used public service quality characterized by tangibility of service, reliability of service, 

responsiveness of public organizations, assurance and empathy ;  and public sector 

innovation described by service innovation, technological innovation, process 

innovation, management innovation, conceptual innovation, governance innovation and 

institutional innovation.  

With reference to tangibility of service as indicator of public service quality , high 

performance public organizations were assessed with  mean response 3.37(67.40%) 

whereas the reported low performing public organizations were assessed with mean 

response of 1.21(24.20%). On the scale of 1-5 a mean more than 3.00 is considered as 

positive or high and a mean less than 3.00 is considered as negative or low and hence the 

reported high performance public organizations were evaluated positively as opposed to 

the reported low performing public organizations. On top of that there is statistically 

significant difference between means of high performing public sectors and the low 

performing counterpart in relation to tangibility of public service. 
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Looking at reliability of public service as indicator of public service quality, the reported 

high performing public organizations were evaluated with mean 3.37(67.40%) which is 

positive as it is more than 3.00) and the reported low performing public organizations 

has mean of 1.16 (23.20%) which is negative as mean is less than 3.00) . This is also 

supported by existence of statistically significant difference between high performance 

and low performance public organizations. 

As to the responsiveness of public organizations, the reported high performance public 

organizations were assessed with mean response of 3.37(67.40%) and mean of the 

reported low performing public organizations was 1.19 (23.80%).  On the scale of 1-5, a 

mean more than 3.00 is considered as positive or high and a mean less than 3.00 is 

considered as negative or low. In this regard, the reported high performance public 

organizations were rated positively as opposed to the reported low performing public 

organizations. Furthermore, there is statistically significant difference between means of 

the reported high performing public organizations and that of the low performing 

organizations. 

Concerning assurance of public service as indicator of public service quality, the mean 

of high performance public organizations and low performing public organizations were 

assessed with mean 3.36 (67.20%) and 1.24 (24.80%) respectively. On the scale of 1-5 a 

mean more than 3.00 is high or positive whereas a mean less than 1.24 is considered as 

negative or low. Furthermore, there is statistically significant difference between means 

of high performance public organizations and low performance public organizations 

with reference to assurance. 

8.2.4. Summary of Findings on Citizens-Public Sector Partnership Quality 

For the purpose of assessing citizens-public organizations partnership quality this 

dissertation has focused on evaluating the extent of public engagement in planning, 

extent of citizens engagement in implementations, status of citizens  engagement in 

evaluation, extent of citizens’ feed-back utilization by public organization; as well as the 

status of citizens engagement in agendas and decisions affecting them. 
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As far as public engagement with public sectors during planning stage is concerned, the 

mean response revealed 3.03 (60.6%) fir high performance and 2.00 (40%) for low 

performing public organizations. On the other hand, performance of the reported high 

performance and low performance public organization in terms of engaging citizens 

during implementation phase of public policy and strategy was assessed at nearly mean 

response of 3.00 (60%) and 2.00 (40%) respectively. What's more, the extent of using 

public feed-back by public organizations for further improvement for high performance 

and low performance organizations was stated at 3.96 (79.20%) and 1.99 (39.80%) for 

high performance and low performance organizations respectively. Further analysis also 

elucidated that the extent of public engagement on agendas and decision affecting their 

interest is stated at mean response of 2.99 (59.80%) and 1.99(39.80%) for high 

performance and low performance public organizations respectively. Concerning the 

role of public engagement during evaluation phase of policy and strategy, the reported 

high performance and low performance public organizations were valued at mean 

response of  nearly 3.00 (60%) and 1.99(39.80%) respectively. 

Conclusively, the reported high performance public organizations and low performing 

public organizations were assessed at grand mean value of 3.19(63.80%) and 

1.99(39.80%) respectively implying that high performance organizations are rated 

positively as opposed to the low performing ones with existence of statistically 

significant difference between the two categories of public sector. Though actual result 

varies existence of gap between high performance and low performance public 

organization is similar with InSync Survey or Organizational Alignment Survey (2012) 

where the status of partnership in high performance organizations was reported to be 

79% as compared to low performing organizations (47%). In addition, the findings 

concerning citizens-public organizations partnership quality in high performance 

organizations is lower than finding by DeWaal (2012) in Uganda (73%). Furthermore, 

the status of citizens-public sector partnership quality (i.e. long term commitment to 

work with stakeholders) by the reported high performing public organizations in 

Oromia; which is on average (3.19) is less than long term commitment to work with 

stakeholders in Zambia (3.35) and African government (3.35); as well as less than the 

minimum world average (4.25) on five point Likert scale (DeWaal 2014). 
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8.2.5. Summary of Findings on Human Resource Quality 

This dissertation has used three indicators; namely public servants’ psychological 

alignment, capacity or skill alignment and deployment alignment. In connection with 

public servants’ psychological alignment, the mean for the reported high performance is 

3.65 (73%) as compared to the low performing public organizations (mean = 3.33 or 

66.60%).  On top of that, the mean of human resource capacity or skill alignment  in the 

reported high performance public organizations was 3.76 (75.20%) as compared to mean 

of human resource skill alignment (3.40 or 68%) in the reported low performing public 

organizations. Once more, the status of human resources’ deployment alignment for the 

reported high performance and low performance public organizations revealed mean 

response of  3.56 (71.20%) and 3.15 (63%) respectively. 

As all mean responses are more than 3.00 both for human resource quality in high 

performance and low performance public organizations, respondents have perceived the 

existing alignment as positive with more alignment in high performance organizations 

and existence of statistically significant difference between the two. Generally, the 

overall human resource quality signify 3.66 (73.20%) in case of high performing public 

organizations as compared to the low performing counterparts (3.29= 65.80%). The 

findings concerning human resource quality in high performance organizations (3.66 or 

73.20%) is nearly similar with DeWaal (2012) finding in Uganda (72%).  Furthermore, 

the status of human resource quality of the reported high performing public 

organizations in Oromia; which is on average(3.66) is higher than human resource 

quality of Zambia(2.70) and African government(3.00) ; but less than the minimum 

world average (4.25) on five point Likert scale (DeWaal 2014). 

Finally, the reported high performance organizations were rated positive with grand 

mean of 3.42 (68.40%); whereas the low performance organizations were rated 

negatively with grand mean  of 2.43 (48.6%) on all the five high performance factors of 

this study. 
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8.2.6. Summary of Findings on  ‘High and Low’ Performing Teams 

The high performance team is generally considered to be the fundamental work unit and 

the building block of the high-performance organization. High performance teams know 

their customers, have defined processes that they continuously improve, measure their 

performance and are skilled in techniques of problem solving (Miller 2009, p.1). In 

addition; Cook(2009, p. 13) states  that the characteristics of a high-performance team 

are having a clearly defined and commonly shared purpose; having mutual trust , respect 

and create clarity around individual member’s roles and responsibilities within the team. 

In this context, the current study has used team objectives, team values and team 

characteristics to analyze the status of team performance. As far as team objectives are 

concerned the extent of commonality of purpose or objectives for all team members, 

synergy of team members, the extent of performance improvement and the extent of 

team members capacity improvement were used as criteria.  

In this regard, comparison of the reported high performing and low performing team in 

Oromia concerning commonality of purpose (mean = 3.84 and 1.64 respectively), 

synergy among team members (mean=3.62 and 1.51 respectively), continuous 

performance improvement (mean=3.73 and 1.62 respectively), continuous capacity 

improvement (mean=3.70 and 1.60 respectively) with grand team objectives for high 

performance and low performance team reveals 3.72 (74.40%) and 1.60 (32%) 

respectively. This is also supported by existence of statistically significant difference 

between high performing team and low performing team in public organizations of 

Oromia Regional State. 

In relation to the extent of team members’ adherence with team values in high 

performing team and low performing team in public sectors of Oromia region, the 

finding  indicates the extent of prioritizing common interest( mean= 3.81 and 1.55 for 

high performance team and low performance team respectively), having all-rounded 

personality( mean=3.67 and 1.64 for high performance and low performance team 

respectively), commitment for achieving commendable result(mean=3.72 and 1.55 for 

high performance and low performance team respectively), exhibiting unreduced 

democracy( mean=3.89 and 1.66 for high performance and low performance team 

respectively ). The grand mean on achievement of team objectives is 3.77 (75.40%) for 
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high performing team and 1.60 (32%) for low performing   team in the region and there 

is statistically significant difference between the two category of teams.    

Thirdly, assessment of team characteristics as measured by nine(9) indicators reveals; 

clarity of team purpose(mean=3.96 and 1.72 for high performance and low performance 

team respectively), active participation by team members(mean=3.89 and 1.66 for high 

performance and low performance team respectively), reaching consensus on decision( 

mean=3.89 and 1.64 for high performance and low performance team respectively), 

existence of open communication among team members(mean=3.92 and 1.64 for high 

performance and low performance team respectively), existence of clear roles and work 

assignment (mean=3.82 and 1.66 for high performance and low performance team 

respectively), existence of shared leadership(mean=3.78 and 1.58 for high performance 

and low performance team respectively), extent of self-assessment by team members( 

mean= 3.66 and 1.55 for high performance and low performance team respectively), 

extent of networking among team members and with other teams( mean= 3.64 and 1.56 

for high performance and low performance team respectively) and team members 

willingness to share knowledge, skill and experience(mean=3.68 and 1.59 for high 

performance and low performance team respectively). The cumulative (grand) 

performance on team characteristics has   mean 3.80 (76%) for high performance and 

1.62 (32.40%) for low performance team and there is statistically significant difference 

between high performing team and low performing team in Oromia.   

Collectively, the status of team performance based on assessment of team objectives, 

team values and team characteristics depicts grand mean 3.76 (75.20%) for high 

performing team and mean 1.61(32.20%) for   low performing team. In addition, there is 

statistically significant difference between high performing team and low performing 

team in public sectors of Oromia Regional state in their achievement of team objectives, 

adherence with team values and demonstration of team characteristics. 
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8.2.7. Summary of Findings on  ‘High and Low’ Individual Performance  

An organizations journey to great success may start with a great idea and backed up by a 

cadre of high-performing, dedicated, inspired people indicating that high-performing 

organizations depend on high-performing people (Finney, M. I. 2008, p.1). 

In order to assess the status of the reported high performing and the reported low 

performing individuals based on the high performance individual attributes such as  

competency to deliver promise, change enthusiasm, open-mindedness, acting ethically, 

serving citizens, self-starting and continuous performance improvement. Accordingly, 

performance of the reported high performance and low performance individuals in 

public organizations of Oromia Regional State as shown by mean reveals competency to 

deliver promise to beneficiaries( mean= 3.72 and 2.09  for high performing individuals 

and low performing individuals respectively), exchange of change  enthusiasm 

(mean=3.53 and 1.48 for high performing and low performing individuals respectively),  

extent of open-mindedness (mean=3.56 and 1.51 for high performance and low 

performance individuals respectively), the extent of adhering to ethical principles or 

acting ethically ( mean=3.75 and 1.79 for high performance and low performance 

individual public servants respectively), extent of commitment to serve citizens(mean= 

3.74 and 1.54 for high performance and low performance individuals respectively), 

extent of being self-starting (mean= 3.59 and 1.48 for high performance and low 

performance public servants respectively) and extent of performance improvement 

(mean= 3.61 and 1.51 for high performance and low performance individual public 

servants ) . In general, grand mean of the reported high performance and low 

performance individual public servants respectively reveals 3.64 (72.8%) and 

1.63(32.60%) with existence of statistically significant difference between high 

performance and low performance individual public servants in Oromia Regional State. 

8.3. Conclusions    

8.3.1. Introduction 

The self-declared democratic developmental state paradigm being pursued in Ethiopia in 

general and Oromia Regional State in particular hinges on autonomy of the state to with 

stand rent-seeking political economy and ensure supremacy of growth mindset, state 
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strength to leverage potential of all development actors, cohesive bureaucracy to lineup 

with socio-economic development endeavors, policy efficacy and adaptability as well as 

embeddedness of government machineries with all development actors (Chan, S., Cal, 

C. and Lam, D.  ; 1998, p. 2).  

Accordingly, the study conducted and findings summarized using high performance 

factors at four tiers; namely regional government-wide, public organizations, teams and 

individuals are concluded in the following manner. 

8.3.1.1. Conclusions on High Performance Governance System – Macro level 

The first research question pertains to assessing the status of perceived performance of 

regional government based on citizens’ evaluation of government-wide service  as 

measured by (1) regional government wide perceived system efficiency (administrative 

system functionality such as building meritocratic system, minimizing power abuse by 

public officials, devolving power to lower level administration, strengthening check and 

balance system, ensuring public participation, making public agencies ensure statutory 

requirement and fighting rent-seeking political economy), (2) regional government’s 

perceived commitment such as expressed commitment, institutional commitment and 

resource commitment to change citizens’ life (3) regional government’s perceived 

capacity to deliver promise, (4) perceived performance of regional government on core 

management functions such as human resource management performance, financial 

management performance, change management performance, information management 

performance, managing for result and capital and infrastructure management , (5) 

perceived status of accountability such as political accountability, managerial 

accountability, financial accountability and legal accountability and (6) public trust such 

as on regional government performance. Accordingly, the following conclusions are 

made. 

1) Government-wide system efficiency 

Oromia regional state, pursuant of its constitutional mandate has reformed public service 

system, implemented system of public servant evaluation to minimize abuse of power, 

implemented decentralization to devolve power to lower administrative hierarchies, 
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established the three organs of government opting to strengthen check and balance and 

established institution to teach socio, political and economic impact of rent-seeking on 

one hand take corrective action on the other hand. However, satisfaction of with 

government effort to establish government-wide system was not satisfactory. 

Therefore, the system designed by regional government couldn’t get public recognition 

which implying that those systems are largely promise than actual implementation to 

change public life.  Such gap between citizens’ expectation and actual performance in 

functionality of government system can break the bond between government and 

citizens if actual implementation is not taken seriously by regional government 

2) Core management functions 

The fact that core management functions characterizing high performance government 

such as public financial management, capital and infrastructure management, human 

resource management, information technology management and management for result 

are rated negatively by beneficiaries depict  strategic failure of regional government in 

properly managing regional affairs and realizing sustainable development promised in 

government policy and strategy. This is because low performance on core management 

functions is likely  to have impact on  regional performance as public resource cannot 

give value for money; development projects and capital assets are subjected to misuse; 

human resources of an organizations do not properly unleash their energy to deliver 

public values; modern governance (e-governance) is at risk since government do not use 

state of the art technology to modernize its service delivery; and management for result 

(accountability for result) cannot be realized. 

3) Government’s capacity to deliver promise 

As governmental capacity is crucial in order to fulfill responsibilities of democratic 

governance, use public resources wisely, manage programs and people effectively and 

evaluate or assess whether goals are being met. 

However, the status of regional government’s administrative capacity, technical 

capacity, extractive capacity and regulatory capacity which are critical for realizing 

socio-economic transformation in light of democratic developmental state is not 
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satisfactory. This is likely to affect overall government performance because low 

observation of citizens regarding government capacity might lead to low tax compliance, 

lack of trust on government policy and strategy, and lack of trust on government’s 

administrative system.  

4) Government commitment 

Government commitment is which is very crucial for democratic developmental state 

and high performance government measured in terms of declared commitment, 

intuitional commitment and resource commitment is evaluated by citizens relatively as 

positive. Nonetheless, the average mean which is nearly the margin of cutoff point 

implies  the level of government-wide commitment is far less that the level of 

commitment expected in democratic developmental state because such states are known 

for their  great scarification of  national mission and consider mission achievement as  a 

matter of perish or persist.  

5) Public accountability 

In government who opt for democratic developmental state and hence   democratic 

governance requires having public accountability such as political accountability, 

managerial accountability, financial accountability and legal accountability.  However, 

finding of the study elucidates that the status of all types of accountability are below 

citizens’ expectation or unsatisfactory.  

Thus, low level of public accountability in citizens’ eyes implies that performance of 

regional government on social contract is not as expected and is likely to weaken culture 

of democracy and citizens-government partnership.   

6) Public trust on government-wide performance 

The study reveals that government-wide public trust in any kind such as performance 

trust, procedural trust, technological trust and  social trust are lower than citizens 

expectations and the same is true for separate government wings such as executive, 

legislative and judiciary branches. On the other hand, public trust is the yardstick of 

cumulative government performance on social, economic, good governance, 
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democratization, peace and stability. Thus, low level of government-wide trust is likely 

to impact implementation of public policy and strategy which strongly depends bottom 

up mobilization of development actors such as general public, civil society, private 

sectors and the like.    

Generally speaking, government-wide performance status doesn’t match the institutional 

and ideological   stamina required for democratic developmental states implying that   

formulating and implementing policies that achieve development goals are at stake since 

government-wide high performance system, the current capacity , performance, 

accountability and public trust of regional government doesn’t fit public demand in 21st

8.3.1.2. Conclusions on High Performance Public Organizations (Meso level) 

 

century unless concrete measures are taken. 

The quest of high performing government characterized by sustainable development to 

ensure social welfare and citizen satisfaction cannot be realized in the absence of 

significant amount of public organizations that share national and region goals and act 

on those goals. Therefore, modern organizations are required to make significant 

transformations in response to an accelerating rate of change in technical, social, 

political, and economic forces (Steiss, A. W. 2003, p. 1). Thus, conclusions deduced 

from comparative analysis of high and low performing public organizations are reported 

as follows.  

1) Leadership quality 

According to Murphy, S.E., Price, T.L., and Ciulla, J.B. (2005, pp.1-2) the quest for 

moral leadership is both a personal quest that takes place in the hearts and minds of 

leaders as well as a quest by individuals, groups, organizations, communities, and 

societies for leaders who are both ethical and effective as leaders are responsible for the 

big picture and everything in it 

However, leadership quality as a function of organization foundations (i.e. big picture 

orientation) and leadership internal attributes such as competence, attitude and behavior 

revealed significant difference between leaders in ‘high and low’ performing 
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organizations. In light of this finding, leadership quality in high performing 

organizations was perceived positively as opposed to leaders in low performing public 

organizations implying that leadership readiness is not on the same page.  Though 

differences exist between the two categories of organizations, even leadership quality in 

high performing public organizations is less than international standard required for high 

performance government such as high commitment and high performance (Beer, M. 

2009). Hence, the existing leadership readiness in the region has capacity, moral and 

performance deficit that must be addressed. Otherwise, such perceived immorality and 

perceived incompetence causes a real danger of healthy public skepticism (general 

distrust) giving way to corrosive cynicism (state of harmful destruction or state of 

irreversible condition.) unless it is properly and timely addressed. 

2) Organizational system Quality 
 
According to Marsick, V.J.  and  Gephart, M.A. (2016, p.1) changes are needed in the 

organization—its culture, structure, processes, and mechanisms—as well as in ways that 

leaders leverage and support learning to build and sustain innovation and performance. 

In this regard sustained performance is linked with organizational system quality 

characterized by continuous improvement in work culture, organizational structure, 

organizational process and approach through successful implementation of reform 

initiatives.  

Hannan, M., T. and Freeman, J. (1984, p.4)  also elucidate that temporal pattern of 

change in the environment, speed of learning mechanism by an organization and 

responsiveness of organizational  structure to designed change can determine the success 

or failure of the change process. Furthermore, Liff, S. (2011, p. 20)  explains that the 

basic idea behind organizational system design is that an organization  get what it 

designs for and that if one need to  change organization’s results, one must first change 

the design of organizational  systems 
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In this regard the current study revealed that ‘high’ performing public organizations 

were rated positively as opposed to ‘low’ performing public organizations in improving 

their organizational system quality on continuous basis which also explains that the two 

categories of public organizations are not similar in implementing reform tools to 

improve their systems.  In spite of such difference between the two categories, even the 

‘high’ performing ones are still less than the required state of system improvement as 

witnessed by respondents. 

Generally, the study conclude that public organizations’ rate of understanding the 

magnitude and intensity of  change, their speed of learning to cope up with existing 

change and responsiveness of organizational system to satisfy public demand is not 

satisfactory in high performing public organizations and insignificant in the low 

performing public organizations. This could likely result in high organizational inertia 

and poor governance problems as low performing public organizations are many in 

number than high performing public organizations.  

3) Citizens- public sectors partnership quality 
 
According to Marsick, V.J.  and  Gephart, M.A. (2016, p.8)  organizations should have   

critical capabilities in creating   external alignment and  internal alignment to produce 

performance outcome. In this regard, organizations external alignment with beneficiaries 

is perceived as organizational learning since organizations improves themselves based 

on public feed-back. 

Furthermore, strengthening democracy and public participation are important as 

effective democratic decision-making is needed for the development of society and the 

economy as a whole (OECED 2005, p.19)  and  it enables politician, government and 

public organizations  to acquire a clearer picture of the needs of different groups of 

people from a participation process, and you can therefore communicate with ordinary 

citizens better, make it easier to accommodate conflicting interests and promote a culture 

of collaboration and dialogue (Arbter, K. , Handler, H. , Purker, E., Tappeiner, G. ,  and 

Trattnigg, R.  2007, p. 11) implying that active public participation results in improved 

democratic governance as claimed by democratic developmental state consider society 

as   potential development power.   
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As far the finding of this study is concerned the status of citizens- public organizations 

partnership quality or extent of external alignment was relatively rated positively but 

unsatisfactory for high performing public organizations and rated negatively and the 

weakest for low performing public organizations implying that the extent of external 

alignment lower that what is expected to create high performing government and public 

organizations in democratic developmental state.  

As low performing public organizations are many in number as compared to high 

performing ones and achievement of high performing ones as well is not so great that 

much, such passive approach on part of public organizations to engage citizenry may 

likely result in low quality and legitimacy of government and public sectors decisions, 

erode public trust and negatively affect the willingness of the public to participate in 

future consultations with government and its machineries unless and otherwise 

strategically led at all administrative levels and public organizations. 

 

4) Public sector performance quality 
 
The need to improve government performance is urgent and compelling and it is the 

dividend citizens expect from government (Klitgaard, R. 2005, p. 13). In addition, 

Bouckaert, G. and Halligan, J. (2008, p. 32) also describe government performance as 

taking responsibility for performance of the system and accountable for result.  

Concerning as to how government performance should be improved, Liff, S. (2011, p. 

42) explains that the main objective BPR is to break away from old ways of working and 

effect radical (not incremental) redesign of processes to achieve dramatic improvements 

in critical areas (such as cost, quality, service, and response time) through the in-depth 

use of information technology and public sector innovation is naturally linked to reform 

(Osbore, S.B., and Jing, Y. 2017, p. 2). Hence, public sector performance quality 

incorporates public service quality and public sector innovation.  

In light of this understanding, the current study concludes that ‘high’ performance public 

organizations are rate positively as opposed to low performing public organizations 

though high performance ones themselves are still fail to attain the status of high rank 

(4.00 and above on five point Likert scale).  
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As public service performance quality is below expectation in all cases with the worst in 

low performing organizations which are also many in number than ‘high’ performing 

ones,  public sector performance has got low attention in real terms as implementation 

justifies. By implication, under performance of public organizations is likely to result in 

failure of government-wide system and lack of performance legitimacy of government 

and its machineries. 

5) Human Resource Quality 

Human resources are the most important assets of an organization and its contribution 

increases as organizational alignment increase as Voehl, F. and Harrington, H.J. (2012) 

express organizational alignment as a catalyst for performance acceleration. 

Accordingly, public servants embrace a shared sense of purpose and feel responsible for 

their contribution or result through alignment implying that human resource quality is 

the functions of psychological alignment (contribution alignment), skill alignment and 

deployment alignment. 

As finding of this study depicts, both ‘high’ performance and ‘low’ performance public 

organizations were rated positively though that of high performing organizations 

strongly differ from the low performing ones. In this context, the extent of overall 

organizational alignment in the public sector   is not very strong as expected since  low 

performing ones are greater in number than high performing organization. Therefore, 

human resource alignment gap adversely affect government’s intention of beating 

poverty in condensed period of time through strategy-focused public organizations 

which shot at rent-seeking and poor governance similar to death star. 

In a nutshell, existence of perceived leadership quality gap, organizational system 

quality gap, public sector performance quality gap, citizens-public organizations 

partnership gap and human resource quality gap is alarming for government whose 

ideology is democratic developmental state and promising sustainably high 

performance.  

However, the fact that perceived performance of high performing public organizations is 

significantly greater than that of the low performing public organizations; as well as 

performance of the smart organizations globally has score of 8.5 on the ten point Likert 

Scales reveals existence of opportunities for further improvements both on part of high 
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performing organizations as well as low performing public organizations if performance 

is strategically managed.  

8.3.1.3.  Conclusions of  Team Performance ( Micro Level) 

A mutual learning mindset generates transparency, curiosity, accountability and 

compassion as well as promotes informed choice (Schwarz, R. 2013, p. 3).  In addition, 

Kuzuhara, L. and Aldag, R.(2015, p. 24 ) assert the purpose of high performing team as 

enhance mutual accountability, enable common people to attain uncommon result,  

enable to share common values, build team members’ capacity, boost communications 

and alignment in the organizations  leading to high performance. 

Nonetheless, result of the study concerning the status of team performance in terms of 

team objectives, team values and team characteristics revealed mixed result in which 

high performance teams were rated positively as opposed to low performance teams. 

What is more, even the reported high performance teams were below the green 

performance threshold (4.00 and above on five point Likert Scale) which also elucidate 

huge gaps between actual and expected team performance. Furthermore, great size of 

low performing teams on one hand as compared to high performing ones and huge 

performance gap of the reported low performance teams on the other hand exacerbates 

the magnitude of underperformance in public organizations. Generally, the status of 

team building in public organizations of the region is largely at risk. 

This might emanate from gaps in: designing team system, developing the team on 

continuous basis, facilitating the team, evaluating team performance and take corrective 

action on timely basis. As organizations are the sum of teams and government-wide 

system is the sum of organizations, the danger of such gaps might further increase   

inattention to results, avoidance of responsibility, and lack of commitment and absence 

of trust in public organizations thereby paralyzing performance of public organizations 

in particular and government system in general. 

Nonetheless, relatively improved performance in ‘high’ performing teams and existence 

of best practices globally in building high performance team is a window of opportunity 

for further improvement as smart organizations in the world are able to score 8.5 on ten-

point Likert scale, provided that team building is lead with very strong discipline. 
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8.3.1.4. Conclusions of High Performing Individuals -Micro level 

The democratic developmental state which the country and the region pursue demands 

public servants having growth and development mindset, public service system that 

rewards the strugglers as opposed to stragglers (White 2003) and  as Collins, J. (2002) 

explains, “One can’t achieve great things without great people” emphasizing the 

significance of  high performing and people with development mind-set. 

Adei, S. (2007, pp. 6-8) also maintain the nitty-gritty of public servant in democratic 

developmental state paradigm when he strongly says, “If the elected governments 

(politicians) are the father of developmental State, the mother is no doubt the public 

service of the country” and “If the private sector is the “engine of growth”, in a 

developmental State, the driver is the government supported by the public service.” 

In this regard, the study has revealed mixed result as ‘high’ performing public servants 

were rated positively and ‘low’ performing public servants were rated negatively on 

crucial features of high performance public servants. Nonetheless, performance of the 

reported high performing organizations itself was less than the required minimum green 

performance threshold (i.e. 4.00 on five point Likert Scale). To worsen the matter, the 

size of low performing individuals is greater than those of the reported high performing 

individuals in the region. Thus, the fact that under performance of public servants in the 

region , including the reported high performance ones, as well as poor rating of the huge 

low performing public servants collectively impact government’s promise to  realize 

good governance and all-rounded development endeavor to become middle income 

nation in 2025 and high income  nation in one generation’s life. 

8.4. Contribution of the Study to High Performance Body of Knowledge 

This dissertation was aimed at assess high performance government institutions in 

Oromia Regional State at four tiers (i.e. regional governance–wide , public 

organizations,  teams and individual public servants) based on high performance 

attributes.  To this end,   democratic developmental state paradigm, New Public 

Management Theory, New Public Service and The New Perspective Organizational 

Theory were consulted. Though there are three perspective concerning high performance 
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institutions such as rational process perspective, humanistic perspective and socio-

technical perspective, the study was designed and conducted in accordance with socio-

technical approach. 

Because the rational process approach attributes high performance to improvement of 

organizational process and structure and humanistic perspective believes that high 

performance is achieved by totally looking at human side of an organization 

disregarding the significance of organizational process to achieve result. Therefore, 

while rational process perspective focuses on hardware side or an organization, the 

humanistic perspective focuses on software side of an organization. Hence, the current 

study believes that focusing on either of the two by disregarding importance of the other 

cannot achieve high performance in modern organizations. On the other hand, the socio-

technical approach believes in  modernizing organizational system (hardware) and 

treating human resource as valuable and indispensable assets (software) and working 

closely with wider community to create and sustain high perform modern organizations. 

Thus, the current study has confirmed the nitty-gritty of socio-technical approach to 

foster high performance culture since public organizations with relatively better 

performance on both humanistic approach and rational process approach have secured 

better performance as finding witnesses. 

This study has also confirmed that   performance of public entities at macro level, meso 

level and micro level influence one another as expressed commitment of government 

(macro) to bring high performance in condensed period of time in line with the quest of 

democratic developmental state is impacted by institutional setup (meso) and team and 

individual performance on the ground (micro level). The fact that mean performance of 

regional government on high performance governance system is more than the average 

performance of low performing organization; but less than the reported high 

performance sector implies how far high performing sectors are driving up performance 

of regional government while low performance organizations are pulling down 

government performance. Thus, Democratic Developmental State needs high 

performing institutions, high performing teams and high performing individuals  as well 
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as high commitment- high capacity at macro-level to make things happen in the desired 

direction with desired pace. 

Finally, this dissertation has contributed to high performance literatures bridging the 

following methodological gap created by previous high performance studies: 

 1) Most of existing studies conducted were restricted to few continents such as 

America, Europe, Asia and Australia and only few sectors specific ones were conducted 

on Africa.  Therefore, the current study has increased Africa related high performance 

studies. 

2) Most studies conducted on high performance were restricted to organizational 

(Meso) level except the study conducted by Blackman, et al (2013) who used four-

tier approach. However, the current study has used multi-dimensional high 

performance framework (i.e. macro, meso and micro levels) similar to Blackman, et 

al study in Australia.  

3) High performance studies conducted so far has applied descriptive and correlational 

studies and fail to locate unique contribution of high performance factors towards 

actual performance of public institutions. Therefore, the current study has used 

descriptive, correlational and multiple regression analysis studies  so as to properly 

evaluate status of high performance practices on one hand and  determine 

explanatory power of high performance factors. 

4) High performance studies conducted so far used data collected from supply-side 

alone disregarding demand-side feedback on public service delivery.  However, the 

current study has involved both supply-side and demand-side of public service 

equation. 

8.5. Implication For Future Studies 

The current study has tried to explore the status of high performance government 

practices at four tiers; mainly government, public organizations, team and individuals by 

reviewing relevant literatures and adopting high performance factors to public entities in 

Oromia Region. Accordingly, the study has reached on mixed findings at organizational, 
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team and individual in which the reported ‘high’ performance organizations, teams and 

individuals are relatively more than low performing ones, but still ‘high’ performing 

ones are performing less than international high performance standard as well as region 

high performance definition (mean value of 4.00 and above) implying that high 

performance culture is below requirement. 

 Therefore, it is worth conducting impact of socio- culture factors on creating high 

performance government, public organizations, teams and individuals as well as 

conducting  inter-region comparison on high performance dimensions so as to scale up 

best practices and design harmonious system across the country to help foster high 

performance mindset. 

8.6. Policy Recommendations  

Considering summary of findings and conclusions pertaining to high performance 

governance system, high performance public organizations, high performance teams and 

high performance individual indicators, the following recommendations are made.  

8.6.1. Recommendations on Building High Performance Governance System 

The nature of government who declares oneself as democratic developmental state 

paradigm and hence high performance state requires leveraging and mobilizing entire 

community to synergize development actors and forges broad-based alliances with 

society and ensures popular participation in the governance and transformation 

processes (Edigheji, 2005).  This in turn requires government to take extraordinary steps 

to realize the mission of developmental democracy. Therefore, the following 

recommendations are made to be applied at macro-level. 

1) Deepening accountability governance such as political accountability, managerial 

accountability, financial accountability and legal accountability in which 

government and its machineries are answerable for their actions and inactions to 

lift up government wide performance through implementation of Deliverelogy 

philosophy and strong check and balance on supply side and popular engagement 

on the demand side 
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2)  Invest in strengthening regional government’s performance by fostering 

regulatory capacity, administrative capacity, technical capacity and extractive 

capacity that are DNA of democratic developmental through mission-based  30% 

theory and 70% practical applied leadership and professionals training and 

education, policy and strategy consultation think-tank and  high performance 

coaching at all administrative hierarchies  and public machineries 

3) Securing comprehensive public trust such as competency trust, procedural trust, 

economic trust, social trust, technological trust and moral trust through 

performance legitimacy in terms of economic performance, public service 

delivery, moral performance, stability performance and planned crisis 

management. 

4) Introducing leadership and public servant competency framework accompanied by 

performance-based pay; as well as strategic management of poor performance so 

as to encourage high performers to assume leadership and professional positions 

on one hand  and serve as exit strategy in case of under performers on the other 

hand. 

5) Fostering and integrating political will, public will and organizational will starting 

from top political echelon to grassroots politicians, from corner to corner and from 

top officials to frontline public servants  through inclusive dialogue, nation-wide 

consensus building and institutionalizing deep-reform  to institutional inertia.  

6) Establishing an independent institution and corresponding fund to strictly apply 

high performance parameters and recognize high achievers to create spirit of 

healthy competition among public institutions. 

8.6.2. Public Organization (Meso level) Recommendations  

Building high performance public organizations is fundamentally about building high 

performance culture. Hence, it  requires creating and sustaining high performance public 

organizations through high performance leadership, high performance organizational 

system, high performance public sector service quality, high performance citizens-public 

sectors partnership and high performance human resource quality. Therefore, public 

organizations need to: 
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1)  Strengthen value-based , principle-centered  and accountability public leadership 

quality through sustainable public leadership development and knowledge 

management  strategies focusing on dispositional perspectives  in which leaders 

are properly selected based on assessment of  background information screening to 

restrict incompetent individuals from entering the system and institutional 

perspective in which an organization develops leaders  with winning mindset and 

mission-based capacity building. 

2) Create strategy focused and streamlined public organizations by putting into 

practice BPR maturity model, BSC maturity model, and Team Building maturity 

model to uniquely coach and transform public organizations from one maturity 

level to the next maturity level based on practical implementation instead of giving 

similar training, using similar checklist and offering similar coaching services and 

naming and shaming in similar manner. 

3) Fostering public servants’ psychological or contribution alignment through 

mindset development-oriented training and dialogue; strengthening skill alignment 

through mission-oriented tailor-made training and coaching on the work; and 

improving  deployment alignment at the work place through  profession-based 

deployment so that  the  right person for the right position principle is  practically 

applied more than rhetoric.  

4) Create a culture of accountability for sustainable high performance in the public 

sector through strategic performance management system through leveraging 

public servant commitment, performance measurement, system enforcement, 

creating  enabling work environment, and institutionalizing citizens charter which 

empowers citizens and instigate accountability culture that values and recognizes 

high performance and intolerable of poor performance. 

8.6.3. Recommendations on Building High Performing Team(Micro level) 

High performing teams are keys for creating and sustaining high performing public 

organizations and overall high performance governance system which depends on team 

potency to feel strong and influential  as well as  team performance or productivity. 
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According to findings of this dissertation, none of the teams including the reported high 

performance teams have completed their homework to claim a full-fledged high 

performance team; though high performance teams were rated positively contrary to low 

performing ones. Thus, public organizations in the region need to implement the 

following recommendations in order to create and maintain the team that fit democratic 

developmental state and high performance expectations in the region and beyond. 

1) Public organizations should properly clarify and create consensus through 

sustainable discussion on teams objectives ( sacrificing for common purpose, 

creating synergy within the teams, improving team members capacity  and 

sustainable performance enhancement) , required team values ( unreduced 

democracy in any condition, prioritizing organizational and public interest over 

personal interest, having all-rounded personality and producing high and 

sustainable result  in all assignment ) and decisive characteristics to become reliably 

high  performance teams such as active participation, open communication, 

consensus decision making, shared leadership, accountability for result, self-

assessment and genuine transformation within the team.  

2) Build team charter with free will and active involvement of team members, and 

apply tailor-made leadership strategy at each level of the team building stage such 

as forming, storming, norming, performing and reforming based on close 

monitoring of team status, strengths and weaknesses.  

3) Evaluate teams’ performance objectively and recognize high performing teams 

before recognizing or rewarding individuals so as to cement team mindset than 

individualism and raises team members’ commitment for great effort, great 

enthusiasm, great execution and great endurance.  

8.6.4. Recommendations on Individual Public Servants (Micro-level) 

 A high-performing public organizations and high performing team depend on high-

performing people. In this regard, a high-performing public servant is vital to the well-

being and prosperity of Oromia in particular and Ethiopia in general. Thus, the 

following recommendations are provided. 
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1) Public organizations should value public servants; create strong alignment between 

public servant and their organizational mission through multifaceted 

communication strategy and implement knowledge and talent management to 

develop and nurture public servants.    

2) Design a full package strategic human resource management system that match the 

requirement of 21st century public service through mindset development training  and 

discussion that create result-focused, feel accountability for result and mission-oriented 

values to accomplish government’s mission. 

3)  Gauge public servants performance objectively, reward strugglers  and make  stragglers 

accountable to the extent of  designing and implementing exit strategy  which 

collectively help public sector to attract and retain only the committed and high 

potential public servants   

In a nutshell, creating a high performance culture at all interdependent tiers; namely 

government-wide (macro level), public organizations (meso level), teams and individuals 

(micro level)   through the spirit of rejuvenation, reengineering, citizens-centric public 

service delivery, inclusiveness and inculcating shared values such as patriotism, good 

values, ethos and integrity are nitty-gritty for registering all rounded transformation 

deemed to be realized under democratic developmental state paradigm. 
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Appendix one:  Questionnaires filled by Public Servants  
Addis Ababa University; Faculty of Business and Economics and Technology  

Department Of Public Administration and Development Management 

Questionnaire to be field by public employees 

Researcher: Kebede Geneti Feyissa 

Status: PhD candidate in public administration and policy 

Research title:  An Assessment Of Achievements And Challenges In Creating And 

Sustaining High Performance Government Practices In Oromia: A Comparative 

Analysis Of Reported High Performance And Low Performance Public Organizations   

Against High Performance Parameters 

 

Objectives  

This research is aimed at comparing high performance and low performance public 

organizations in Oromia regional state based on high performance factors. Furthermore, 

the study tries to describe the status of Oromia regional state in terms of high 

performance criteria for government as a body, identify the status of high performance 

team and high performance individuals and compares performance at different tiers of 

public sector governance.   Thus, the purpose of the study is for academic purpose and 

also serves interested stakeholders to strategically plan and act on based on the research 

findings.  Therefore, the researcher politely asks your genuine collaboration in providing 

appropriate information and filling questionnaires so that we jointly add value to public 

administration in the region and contribute for the country as well.  All personal 

information is held confidentially by researcher. Please, don’t write your name; don’t 

put your signature and don’t write your mobile number and email address on the 

questionnaire. 

Many thanks for your voluntarily cooperation! 

Part one: Personal information 

1) Gender : Male--------------------------------- Female----------------------------- 

2) Where do you work currently in the region? 
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• Bureau level------------------------------- zonal level----------- 

• city level----------------------------------- woreda level-------------------------- 

3) Write public organization in which you are working currently:-------------------------- 

4) Indicate  your qualification (put “√” in front of your choice)  

• read and write   ------------------------ 

• 12th  or  10th

• certificate----------------------------- 

 complete--------------- 

• diploma ------------------------------ 

• 1st

• 2

 degree---------------------------- 
nd

• 3

 degree--------------------------- 
rd

5) age  

 degree--------------------------- 

• 18-20   ---------- 

• 21-30   --------- 

• 31-40----------- 

• 41-50---------- 

• 51 and above 

6) work experience 

• 1-5 years --------------------- 

• 6-10 years-------------------- 

• 11-15 years ------------------ 

• 16-20 years------------------ 

• 21 years and above--------- 
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Part two:  rate performance of your organization on the following factors and put “X”  

below  very high (5) ; high(4) ; medium(3) ; low(2) ; very low(1) , I do not know (0) 

based on your personal evaluation of the work done 

No  Factors  Performance rate 

  5 4 3 2 1 0 

A)  Organizational foundations        

1)  Clarity of your organizational mission to 

employees in your organization  

      

2)  The power of your organizational mission to 

motivate employees for high performance  

      

3)  Clarity of your organizational vision to 

employees in your organization 

      

4)  The power of your organizational vision  to 

motivate employees for high performance  

      

5)  Clarity of your organizational values to 

employees in your organizations  

      

6)  The power of your organizational values to 

motivate employees for high performance  

      

7)  Clarity of your organizational strategy to 

employees in your organizations  

      

8)  The power of your organizational strategy to 

motivate employees for high performance  
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No  Factors  Performance rate 

  5 4 3 2 1 0 

B)  Complying with High performance 

principles 

      

9)  Extent of your organization’s focus on 

mission, vision , values and strategies 

      

10)  Extent of broad-based human resource 

involvement in matters affecting their 

organizations  

      

11)  Extent of  leaders and leadership system 

that support  a quality culture in your 

organizations 

      

12)  Extent of   learning centered environment in 

your organization to upgrade employees’ 

capacity on continuous basis 

      

13)  Extent of willingness and investment in 

organizational human resources  

      

14)  Extent of Collaboration and  shared 

institutional focus among employees 

      

15)  Extent of Agility or flexibility and 

responsiveness to changing needs and 

conditions as per your organization 

      

16)  Extent of Foresightedness in  planning for 

innovation and improvement in your 

organization 

      

17)  Extent of: fact-based evidence or  
Information gathering and thinking to 
support , analysis and decision making in 
your organization  

      

18)  Extent of upholding   integrity and 

responsible institutional citizenship 
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No  Factors  Performance rate 

  5 4 3 2 1 0 

C)  Leadership Quality Assessment        

 Super-bureaucratic leadership profile       

19)  Status of your organization’s leadership in acting 

as  Astute Strategist or  quick thinker 

      

20)  Status of your organization’s leadership in acting 

as empathetic Facilitator or  relationship builder 

      

21)  Status of your organization’s leadership in acting 

as Pragmatic Technophile or  embraces 

innovation 

      

22)  Status of your organization’s leadership in acting 

as catalyzing Agent or  adapts to change or 

reform 

      

23)  Status of your organization’s leadership in acting 

as Prudent Manager or  business-savvy or well-

informed leaders 

      

24)  Status of your organization’s leadership in acting 

as Persuasive Entrepreneur or being curious in 

influencing organizational members 

      

25)  Status of your organization’s leadership in acting 

as Shrewd Diplomat or political acumen of the 

organization in creating external partnership 

      

26)  Status of your organization’s leadership in acting 

as Fearless Adviser or honest advisor 

      

27)  Status of your organization’s leadership in acting 

as Passionate Talent Scout or being  enthusiastic 

      

28)  Status of your organization’s leadership in acting 

as Inspirational Team Captain or one who leads 

by example 
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No  Factors  Performance rate 

  5 4 3 2 1 0 

C Leadership Quality Assessment        

 Leadership mind-set       

29)   The Status of your organization’s 

leadership in having reflective mind-sets 

such as looking inward, being thoughtful 

and insightful to gain the perspective 

needed to focus forward. 

      

30)  The Status of your organization’s 

leadership in having the analytic mindset 

such as diagnosing the important aspects of 

structures for transforming organizational 

performance while filtering out the 

unimportant ones. 

      

31)  The Status of your organization’s 

leadership in having the worldly mindset 

such as  awareness of global experience 

and   gaining knowledge   

      

32)  The Status of your organization’s 

leadership in having the collaborative 

mindset such as  establishing  strong 

relationships between people 

      

33)  The status of your organization’s 

leadership in having the action mindset 

such as   developing a feeling for the 

ground and the distance ahead. 
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No  Factors  Performance rate 

  5 4 3 2 1 0 

C Leadership Quality Assessment        

 Leadership principle for effective leaders        

34)  The status of Result Orientation   of your organization’s 
leadership  

      

35)  The status of your organization’s leadership towards 

contribution – orientation  to organizational  success 

      

36)  Status of your organization’s leadership concentration on 

quality-oriented public services   

      

37)  Status of your organization’s leadership towards Knowledge 

Management  in your organization 

      

38)  Status of your organization’s leadership towards Trust–

Building  on  your organization 

      

 The leadership characteristics         

39)  The Status of directness of  your organization’s leadership 

such as  leader’s ability to own head and know how to meet 

organizational goals  

      

40)  The status of receptivity of your organizational leadership 

such as leader’s openness  to new ideas and experiences  

      

41)  The status of your organization’s leadership ability to get along 

such as  nice and cooperative in  personal relations, flexible 

and amiable, good team builder 

      

42)  The status of your organization’s leadership  reliability such as  

leader’s ability to deliver what is promised  

      

43)  The status your organization’s leadership analytical 

intelligence such as leader’s ability to  possess good  

analytical intelligence and think strategically 

      

44)  The status your organization’s leadership emotional 

intelligence such as leader’s ability to control ones own 

emotions and correctly interpret those of others.   

      

No  Factors  Performance rate 
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  5 4 3 2 1 0 

C Leadership Quality Assessment        

 Leadership Role        

45)  The status of your organization’s leadership in playing the 
great communicator role 

      

46)  The status of your organization’s leadership in playing the 
individual coach role for organization’s human resource 

      

47)  The status of your organization’s leadership in playing the 

team player role 

      

48)  The status of your organization’s leadership in playing the 

technology master role 

      

49)  The status of your organization’s leadership in playing the 

problem solver role 

      

50)  The status of your organization’s leadership in playing the 

foreign ambassador role 

      

51)  The status of your organization’s leadership in playing the 

change agent role 

      

52)  The status of your organization’s leadership 

in playing the lifelong learner role 
      

D)  Human Resource level of Motivation        

53)  I have no motivation  to do my job  even if I get incentive from 

my organization or government        

      

54)  I am motivated to do my job more if I get incentive from my 

organization or government    

      

55)  I am motivated by achievement such as producing the best 
products or delivering the best service  than material  
incentives such as money 

      

56)  I am motivated by utilizing and actualizing  my potential and do 
everything at the highest level and get recognition  and than by  
material incentives such as money    

      

57)  I am motivated by my organization’s mission success and 

dedicate my life towards all elements contributing to the 

fulfillment of the mission. 
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No  Factors  Performance rate 

  5 4 3 2 1 0 

        

 Human Resource Alignment status        

58)  The extent your  knowledge ,  skill , ability ( 

status of skill alignment) helps you to 

contribute to organizational goals     

      

59)  The extent your  organizations assigns you 

on the job position that helps you utilize your  

knowledge and motivation (status of  

Deployment alignment)   

      

60)  The extent your are willing to actively and 

appropriately engage in behavior that helps 

meet your organizational goals ( status of 

Contribution alignment ) 

      

E)  High performance organizational system 

(Organizational System Quality) (High 

performance culture  

      

61)  The status of your Organization in formulating the right  

Strategy 

      

62)  The status of your organization’s adaptability to meet 

organizational goals 

      

63)  The status of your Leadership commitment to create 

high performance culture 

      

64)  The status  internal and external Communication of your 
organization 

      

65)   The status of your organizational structure in 

supporting    execution of the organizational strategy and 

aligning to the mission and vision. 
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No  Factors  Performance rate 

  5 4 3 2 1 0 

        

        

66)  The status of your organization in recruiting, engaging 
and retaining  the right people for to create high 
performance  culture 

      

67)  The status of your organizational Processes or design 

in supporting innovation and continuous improvement.  

      

68)   Performance of your organization in utilizing information 

communication Technology as enabler in improving 

service delivery and enhancing good governance 

      

69)  Performance of your organization in encouraging 
diversity(gender equality, youth , disabilities ,religion, 
etc) 

      

70)  Performance of your organization in effectively 

evaluating such as measuring, analyzing, and reviewing 

performance data to drive improvement and 

organizational competitiveness. 

      

 Accountability system        

71)  Performance of organization in establishing 

personal accountability so that employees and 

managers  look within for answers instead of 

pointing fingers and placing blame on external 

factors   

      

72)  Performance of your organization in establishing 

individual Accountability such as an 

accountability relationship within a work setting       
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No  Factors  Performance rate 

  5 4 3 2 1 0 

        

        

73)  Performance of your organization in establishing 

Team Accountability such as  shared 

accountability in which the team members share 

ownership for circumstances and performance 

results as in football or baseball     

      

74)  Performance of your organization in establishing 

organizational accountability such as reporting 

on what an organization actually accomplished in 

relation to what it has planned to accomplish.   

      

75)  Performance of your organization in establishing 
stakeholder accountability such as  an 
accountability relationship between stakeholders 
and the organization   

      

F)  Citizen-Public Sectors Partnership Quality       

 Status of existing Social Capital        

76)  The strength of social capital outside government 

structure(social capital among citizen or citizen 

organizations) such as social capital within 

members of associations and among associations 

and community at large 

      

77)  The strength of Social capital within public 

sectors such as among employees and between 

employees and public sector leaders 

      

78)  The strength of social capital between citizens 

and public sectors 
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No  Factors  Performance rate 

  5 4 3 2 1 0 

        

        

 Perceived Importance of Citizen-Government 

Partnership   

      

79)  The status of valuing   citizen-government 

partnership by your institution in  ensuring 

greater legitimacy of the state    

      

80)  The status of valuing citizen-government 

partnership by your organization  for promoting 

better quality decision making  

      

81)  The status of valuing citizen-government 

partnership by your organization in building trust  

on government 

      

82)  The status of valuing citizen-government 

partnership by your organization in increasing 

social cohesion  

      

83)  The status of valuing citizen-government 

partnership by your organization  in improving 

communications   

      

84)  The status of valuing citizen-government 

partnership by your organization in managing the 

service delivery process   

      

85)  The status of valuing citizen-government 

partnership by your organization in enhancing 

citizens’ value  

      

86)  The status of valuing citizen-government 

partnership by your organization in maintaining  

long-term  and broad  network    
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No  Factors  Performance rate 

  5 4 3 2 1 0 

        

        

87)  The status of valuing citizen-government 

partnership by your organization in reporting 

performance  results to stakeholders and the 

public  at large   

      

88)  The status of valuing citizen-government 

partnership by your organization in soliciting 

feedback on performance results from 

stakeholders and the public actively 

      

 Status of Existing Citizens’ Role         

89)  Status of citizens’ involvement  as user or 

customer of your organization’s service  
      

90)  Status of citizens’ involvement in your 

organizations affairs as    Owners/stakeholders  
      

91)  Status of citizens’ involvement in your 

organization’s  services as co-Producers  
      

92)  Status of citizens’ involvement in your 

organization’s service as service quality 

evaluators  

      

93)  Status of citizens’ involvement in your 

organization’s service as  Independent 

Outcome trackers    
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Appendix two: Questionnaires filled by head of public organizations 

Addis Ababa University; Faculty of Business, Economics and Technology  

Department Of Public Administration and Development Management 

Questionnaire to be field by Public sector officials 

Researcher: Kebede Geneti Feyissa 

Status: PhD candidate in public administration and policy 

Research title:  An Assessment Of Achievements And Challenges In Creating And 

Sustaining High Performance Government Practices In Oromia: A Comparative 

Analysis Of Reported High Performance And Low Performance Public Organizations   

Against High Performance Parameters 

Objectives  

This research is aimed at comparing high performance and low performance public 

organizations in Oromia regional state based on high performance factors. Furthermore, 

the study tries to describe the status of Oromia regional state in terms of high 

performance criteria for government as a body, identify the status of high performance 

team and high performance individuals and compares performance at different tiers of 

public sector governance.   Thus, the purpose of the study is for academic purpose and 

also serves interested stakeholders to strategically plan and act on based on the research 

findings.  Therefore, the researcher politely asks your genuine collaboration in providing 

appropriate information and filling questionnaires so that we jointly add value to public 

administration in the region and contribute for the country as well.  All personal 

information is held confidentially by researcher. Please, don’t write your name; don’t 

put your signature and don’t write your mobile number and email address on the 

questionnaire. 

Many thanks for your voluntarily cooperation! 

 

Part one: Personal information 

1) Gender : Male--------------------------------- Female----------------------------- 

2) Where do you work currently in the region? 

• Bureau level-------------------- zonal level-------------------- 

• city level----------------------------woreda level------------------------------ 
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3) Write public organization  which you are currently leading:------------------------------- 

4) Indicate  your qualification (put “√” in front of your choice)  

• read and write   ------------------------ 

• 12th  or  10th

• certificate----------------------------- 

 complete--------------- 

• diploma ------------------------------ 

• 1st

• 2

 degree---------------------------- 
nd

• 3

 degree--------------------------- 
rd

5)  put “√” in your age category 

 degree--------------------------- 

• 18-20   ---------- 

• 21-30   --------- 

• 31-40----------- 

• 41-50---------- 

• 51 and above-------- 

6) put “√” in your leadership experience  category 

• 1-5 years------------------ 

• 6-10 years---------------- 

• 11-15 years -------------- 

• 16-20 years-------------- 

• 21 and above years-------- 

Part two: Below your find important variables to identify good performing and poor 

performing team in your organization.  Please rate performances of  high performance 

and low performance teams in your organization  on six point rating scale by  putting  

“X”  below  very high (5) ; high(4) ; medium(3) ; low(2) ; very low(1) and I do not 

know(0) based on your personal evaluation of those teams   
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Rate high performance team and low performance team side by side on the same factors 
 
No  Factors  Rate high performing team in 

your organizations on these 

factors  

 Rate low performing team in your 

organization on these factors 

  5 4 3 2 1 0  5 4 3 2 1 0 

A) Team objectives               

1)  Status of Team 

members’ consensus 

on their common 

Objectives  

             

2)  Status of Team 

members’ Synergy  
             

3)  Status of Team 

members’ 

Continuous 

Performance 

Improvement 

             

4)  Status of Team 

members’ 

Continuous 

Capacity 

Development 

             

 Team members’ 

values 
             

5 Status of team 
members’ value 
regarding giving 
Priority for 
people ,country, 
organizational 
interest, common 
interest (public-
citizenship) 
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No  Factors  Rate high performing team in 

your organizations    

 Rate low performing team in your 

organization on these factors 

  5 4 3 2 1 0  5 4 3 2 1 0 

6 ) Status of team 

members’ value 

regarding All 

rounded 

personality (e.g. 

fight corruption, 

firm stand, speak 

true)  

             

7) Status of team 

members’ value 

regarding possession 

of Unreduced 

democracy (trust 

people, equality of 

gender, nations and 

nationalities, 

relationship)  

             

8) Status of team 

members’ value in  

achieving better 

result in any 

assignment and 

condition ( winning 

attitude,  far-

sightedness, 

exemplary, 

readiness, champion, 

etc)  
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No  Factors  Rate high performing team in 

your organizations on these 

factors  

 Rate low performing team in your 

organization on these factors 

  5 4 3 2 1 0  5 4 3 2 1 0 

 Team roles              

9) Clear purpose such 

as the vision, 

mission, goal, or 

task of the team has 

been defined and is 

accepted by 

everyone. 

             

1)  Active 

Participation of 

team members that 

encouraging 

everyone to 

participate. 

             

2)  Consensus 

decisions such as 

reaching  agreement 

through open 

discussion by every 

member of the team 

members 

             

3)  Open 

communication so 

that members feel 

free to express their 

feelings on the tasks 

as well as on the 

teams’ operation.   
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No  Factors  Rate high performing team in 

your organizations on these 

factors  

 Rate low performing team in your 

organization on these factors 

  5 4 3 2 1 0  5 4 3 2 1 0 

4)  Clear roles and 

work assignments 

in which clear 

assignments are 

made, accepted, and 

carried out and work 

is fairly distributed 

among team 

members. 

             

5)  Shared leadership 

such as shifting 

leadership functions 

from time to time 

depending on the 

circumstances, the 

needs of the team, 

and the skills of the 

members.   

             

6)  Self-assessment 

practices such as 

periodical evaluation 

of how well the 

team is functioning 

and what may be 

interfering with its 

effectiveness. 
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No  Factors  Rate high performing team in 

your organizations on these 

factors  

 Rate low performing team in your 

organization on these factors 

  5 4 3 2 1 0  5 4 3 2 1 0 

7)  Networking such as 

team members’ 

ability and 

willingness to link 

up with others 

external to the team 

so as to get 

information, support 

or assistance when 

needed to facilitate 

goal achievement. 

             

8)  Willingness to 

Share such as  team 

members’ 

willingness to be 

benefited from the 

knowledge, 

experience, 

emotional support, 

energy, and 

tools/equipment 

possessed by other 

group members. 

 

             

              

 



456 
 

  

Appendix three: Questionnaires filled by Team leaders 
 

Addis Ababa University; Faculty of Business, Economics and Technology  

Department Of Public Administration and Development Management 

Questionnaire to be field by Public sector team leaders 

Researcher: Kebede Geneti Feyissa 

Status: PhD candidate in public administration and policy 

Research title:  An Assessment Of Achievements And Challenges In Creating And 

Sustaining High Performance Government Practices In Oromia: A Comparative 

Analysis Of Reported High Performance And Low Performance Public Organizations   

Against High Performance Parameters 

 

Objectives  

This research is aimed at comparing high performance and low performance public 

organizations in Oromia regional state based on high performance factors. Furthermore, 

the study tries to describe the status of Oromia regional state in terms of high 

performance criteria for government as a body, identify the status of high performance 

team and high performance individuals and compares performance at different tiers of 

public sector governance.   Thus, the purpose of the study is for academic purpose and 

also serves interested stakeholders to strategically plan and act on based on the research 

findings.  Therefore, the researcher politely asks your genuine collaboration in providing 

appropriate information and filling questionnaires so that we jointly add value to public 

administration in the region and contribute for the country as well.  All personal 

information is held confidentially by researcher. Please, don’t write your name; don’t 

put your signature and don’t write your mobile number and email address on the 

questionnaire. 

Many thanks for your voluntarily cooperation! 
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Part one: Personal information 

7) Gender : Male--------------------------------- Female----------------------------- 

 

8) Where do you work currently in the region? 

• Bureau level--------------- 

• zonal level---------city level-----------  Woreda level----------------------- 

9) Write public organization  which you are currently team leader:-------------------------- 

10) Indicate  your qualification (put “√” in front of your choice) 

• read and write   ------------------------ 

• 12th  or  10th

• certificate----------------------------- 

 complete--------------- 

• diploma ------------------------------ 

• 1st

• 2

 degree---------------------------- 
nd

• 3

 degree--------------------------- 
rd

11)  put “√” in your age category 

 degree--------------------------- 

• 18-20   ---------- 

• 21-30   --------- 

• 31-40----------- 

• 41-50---------- 

• 51 and above-------- 

 

12) put “√” in your team leadership experience  category 

• 1-5 years------------------ 

• 6-10 years---------------- 

• 11-15 years -------------- 

• 16-20 years-------------- 

• 21 and above years-------- 
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Part two: Below your find important variables to identify good performing and poor 

performing individuals under your supervision in your organization.  Please rate 

performances of  high performance and poor performance individuals in your 

organization  on five point rating scale by  putting  “X”  below  very high (5) ; high(4) ; 

medium(3) ; low(2) ; very low(1) and I do not know(0) based on your personal 

evaluation of those teams   

Rate high performance individuals and low performance individuals side by side on the 
same factors 
 
No  Factors  Rate high performing 

individuals in your organizations    
 Rate low performing individuals in 

your organization on these factors 
  5 4 3 2 1 0  5 4 3 2 1 0 

A) Individuals               

1)  Capable of 

employees in 

delivering what is 

promised  

             

2)  Attitude of 

employees Towards 

Team Work 

             

3)  Employees 

Commitment To 

Serve Citizen    

             

4)  Knowledge of  

his/her pin point 

responsibility 

             

5)  Knowledge of  

working manuals 

that guide service 

delivery 

             

6)  Quality of personal 

plan 
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No  Factors  Rate high performing team in 

your organizations on these 

factors  

 Rate low performing team in your 

organization on these factors 

  5 4 3 2 1 0  5 4 3 2 1 0 

7)  Employees 

Commitment For 

Innovation  

             

8)  The outlook of 

employees as 

change enthusiast  

             

9)  The status of 

employees as role 

model performer 

             

10)  The status of 

open-mindedness 

of employees 

             

11)  The status of 

employee in acting 

ethically 

             

12)  The status of 

employees’ 

commitment to 

achieve 

organizational 

mission 

             

13)  Performance of 

employees as self-

starting  

             

14)  Status Continuous 

performance 

improvement 
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No  Factors  Rate high performing team in 

your organizations on these 

factors  

 Rate low performing team in your 

organization on these factors 

  5 4 3 2 1 0  5 4 3 2 1 0 

15)  Employees 

commitment to 

share knowledge 

and experience for 

others 

             

16)  Employees 
commitment in 
fighting rent-
seeking and 
malpractices 

             

17)  Job satisfaction               

18)  Employees’ self 

confidence 

             

19)  Respect for 

professional ethics  
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         Appendix four: Questionnaires filled by beneficiaries  
 

Addis Ababa University; Faculty of Business, Economics and Technology  

Department Of Public Administration and Development Management 

Questionnaire to be field by Public sector beneficiaries (demand-side) 

Researcher: Kebede Geneti Feyissa 

Status: PhD candidate in public administration and policy 

Research title:  An Assessment Of Achievements And Challenges In Creating And 

Sustaining High Performance Government Practices In Oromia: A Comparative 

Analysis Of Reported High Performance And Low Performance Public Organizations   

Against High Performance Parameters 

 

Objectives  

This research is aimed at comparing high performance and low performance public 

organizations in Oromia regional state based on high performance factors. Furthermore, 

the study tries to describe the status of Oromia regional state in terms of high 

performance criteria for government as a body, identify the status of high performance 

team and high performance individuals and compares performance at different tiers of 

public sector governance.   Thus, the purpose of the study is for academic purpose and 

also serves interested stakeholders to strategically plan and act on based on the research 

findings.  Therefore, the researcher politely asks your genuine collaboration in providing 

appropriate information and filling questionnaires so that we jointly add value to public 

administration in the region and contribute for the country as well.  All personal 

information is held confidentially by researcher. Please, don’t write your name; don’t 

put your signature and don’t write your mobile number and email address on the 

questionnaire. 

Many thanks for your voluntarily cooperation! 
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Part one: Personal information 

1) Gender : Male--------------------------------- Female----------------------------- 

2) Put “√” in front of your  address 

• City(town)------------------------------- 

• zonal level---------------------------Woreda level------------------------------ 

3) Type of work: 

• business------------------------ 

• agriculture--------------------- 

• NGO------------------------- 

• public employees---------------- 

• others------------------- 

4) Indicate  your qualification (put “√” in front of your choice)  

• read and write   ------------------------ 

• primary school level --------------------- 

• high school------------------------------ 

• 12th  or  10th

• certificate----------------------------- 

 complete--------------- 

• diploma ------------------------------ 

• 1st

5)  put “√” in your age category 

 degree and above---------------------------- 

• 18-20   ---------- 

• 21-30   --------- 

• 31-40----------- 

• 41-50---------- 

• 51 and above-------- 

6) Have you ever encountered high performance public organization?  yes-------- no----

-- I have no idea-------------- 

7) Have you encountered high performing public organization? yes----------- no------ I 

have no idea-------- 
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Part two: Below you find important variables to identify good performing and poor 

performing public sectors in Oromia.  Please rate performances of  high performance 

and poor performance public organization  in your   on five point rating scale by  putting  

“X”  below  very high (5) ; high(4) ; medium(3) ; low(2) ; very low(1)  and I do not 

know(0) based on your personal evaluation of those teams   

Rate high performance sector and low performance sector side by side on the same 
factors  
 
No  Factors  Rate high performing public 

sectors   

 Rate low performing public sectors 

  5 4 3 2 1 0  5 4 3 2 1 0 

A) Public Sectors 
Performance Quality  

             

 Service quality 
dimensions 

             

1)  Tangibles  such as    
physical evidence of 
the service; physical 
facilities; 
appearance of 
employees; physical 
representation of the 
service such as 
important 
documents   

             

2)  Reliability of 
service such as   
dependability, 
consistency of 
performance; and 
delivering as 
promised 

             

3)  Responsiveness  
referring to 
willingness or 
readiness of 
employees to 
provide service 
timely 
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No  Factors  Rate high performing public 

sectors   

 Rate low performing public sectors 

  5 4 3 2 1 0  5 4 3 2 1 0 

4)  Competence  such 

as  possession of the 

necessary skills and 

knowledge required 

to perform  the 

service 

             

5)  Courtesy referring 
to politeness, 
respect, 
consideration, and 
friendliness of 
contact human 
resources. 

             

6)  Credibility such as 
trustworthiness, 
believability and 
honesty, reputation; 
personal 
characteristics of 
personnel. 

             

7)  Security such as    
maintaining  
confidentiality of  
citizens personal 
information 

             

8)  Access such as 
approachability 
and ease of 
contact; optimum 
waiting time; 
availability at 
working hours  
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No  Factors  Rate high performing public 

sectors   

 Rate low performing public sectors 

  5 4 3 2 1 0  5 4 3 2 1 0 

9)  Communication 
such as keeping 
citizens informed 
in a way they can 
understand; 
listening to 
citizens; 
explaining the 
service itself. 

             

10)  Understanding  
citizen by  making 
the effort to 
understand the 
citizens’ needs 
 

             

 Public Sector 

Innovation  

             

11)  The status of 

Product or service 

innovation by 

public sectors 

             

12)  The status of 

technological 

innovations or 

using technology  

to provide public  

service 
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No  Factors  Rate high performing public 

sectors   

 Rate low performing public sectors 

  5 4 3 2 1 0  5 4 3 2 1 0 

13)  The status of 

Process 

innovations by 

removing 

excessive 

bureaucracy and  

streamlining  

service delivery 

system 

             

14)  Organizational 

and management 

innovations   such 

as invention and 

implementation of 

management 

practices, process, 

structure that is 

new to the state of 

the art and 

intended to further 

organizational 

goals  
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No  Factors  Rate high performing public 

sectors   

 Rate low performing public sectors 

  5 4 3 2 1 0  5 4 3 2 1 0 

15)  The status of 

conceptual 

innovations  or 

thinking out of the 

box to transform 

public 

organizations  

             

16)  The status of good 

Governance 

innovations  such 

as improving good 

governance 

             

17)  Institutional 

innovations  such 

as transforming 

the norms, rules, 

and organizations 

that govern service 

delivery   
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Addis Ababa University 
Faculty of Business, Economics and technology 

Department of Public Administration and Development management 
Questionnaire to be filled by beneficiaries (demand side) 

Researcher: Kebede Geneti Feyissa 
Position: PhD candidate on public management and policy 

Research title: An Assessment Of Achievements And Challenges In Creating And 
Sustaining High Performance Government Practices In Oromia: A Comparative 
Analysis Of Reported High Performance And Low Performance Public Organizations   
Against High Performance Parameters 
Objectives 
This questionnaire is designed to collect relevant information from beneficiaries to solicit their 
opinion regarding government-wide performance. The study used as academic work and also 
helps government in looking at itself and takes the necessary remedial measures as needed. In 
this regard, the success of the research work depends on your willingness to evaluate 
government performance based your mental judgment.   Feel free and confident in providing 
true information for which the researcher promises not to disclose your personal information 
without your absolute consent.  

Many Thanks for Your Voluntarily Cooperation! 
 
Part one: Personal information 
1) Gender : Male--------------------------------- Female----------------------------- 

2) Put “√” in front of your  address 

• City(town)------------------------------- 

• zonal level--------------------------------- 

• woreda level------------------------------ 

3) Type of work: 

• business------------------------ 

• agriculture--------------------- 

• NGO------------------------- 

• public employees---------------- 

• others------------------- 
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4) Indicate  your qualification (put “√” in front of your choice) 

• read and write   ------------------------ 

• primary school level --------------------- 

• high school------------------------------ 

• 12th  or  10th

• certificate----------------------------- 

 complete--------------- 

• diploma ------------------------------ 

• 1st

 

 degree and above---------------------------- 

5)  put “√” in your age category 

• 18-20   ---------- 

• 21-30   --------- 

• 31-40----------- 

• 41-50---------- 

• 51 and above-------- 

6) Have you ever encountered high performance public organization?  yes-------- no----

-- I have no idea-------------- 

7) Have you encountered high performing public organization? yes----------- no------ I 

have no idea-------- 
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DEMAND SIDE QUESTIONNAIRE (GOVERNMENT-WIDE ASSESSMENT) 

Part two: Below you find important variables to identify government-wide performance   

on six point rating scale by  putting  “X”  below  very high (5) ; high(4) ; medium(3) ; 

low(2) ; very low(1)  and I Do not know(0)  based on your personal evaluation of those 

teams   

 
No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

A) Constitutional criteria        

 

 

Performance of government in 

creating  a meritocratic public 

service hired based on competition  

and capacity 

      

1)  Performance of government in 

minimizing the arbitrary use of 

public power 

      

2)  performance of government in  

avoiding inappropriate 

interference in management, 
regulatory and judicial decision-

making 

      

3)  Ensuring adequate public 

representative  control over 

public organizations(status of 

check and balance) 

      

4)  Allocating public power to the 

appropriate level of government 

such as city, woreda and kebele 

administration(decentralization) 
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

5)  Government performance 

regarding consultation  with 

parties or stakeholders  affected 

by policy decisions 

(participation ) 

      

6)  Regional Government’s  

performance in ensuring public 

agencies fulfill their statutory 

requirement 

      

7)  Regional Government’s 

performance in minimizing 

rent-seeking attitude and 

practices in government 

machineries  

      

 Accountability criteria        

8)  Regional government’s 

Performance in enhancing political 

accountability 

      

9)  Regional government’s 

performance in enhancing 

managerial accountability 

      

10)  Regional government’s 

performance in enhancing 

financial accountability 
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

11)  Regional government’s 

performance in enhancing legal 

accountability 

      

12)  Regional government’s 

performance in enhancing good 

governance 

      

 Institutional design criteria       

13)  Performance of regional 

government in designing  

organizational mechanisms 

appropriate for attaining national 

and regional development 

endeavors 

      

14)  Regional government’s 

performance in minimizing overlap 

and duplication of effort in public 

organizations 

      

15)  Regional government’s 

performance in minimizing inter-

agency antagonism 

      

16)  Regional government’s 

performance in enhancing public 

policy coordination or integration 
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

17)  Regional government’s 

performance in enhancing the 

clarity and quality of 

organizational governance 

      

18)  Regional government’s 

performance in enhancing 

democratic control 

      

 Management criteria        

19)  Performance of regional 

government in improving human 

resource management of the region 

      

20)  Performance of regional 

government in improving public 

financial management 

      

21)  Performance of regional 

government in improving change 

management processes 

      

22)  Performance of regional 

government in improving risk 

management process 

      

23)  Performance of regional 

government in improving 

strategic management 

      

24)  Performance of regional 

government in improving 

information management system 

      

 

 



474 
 

 

No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

25)  Performance of regional 

government in improving project 

management system 

      

26)  Performance of regional 

government in improving 

performance management 

system 

      

27)  Performance of regional 

government in improving  

environment management 

      

28)  Performance of regional 

government in improving public 

asset management 

      

 Public trust on regional 

government 

      

29)  Status of Goodwill trust by 

citizens on regional government in 

which citizens believe that the 

leaders and institutions are looking 

out for their best interests. 

      

30)  Status of Competency trust by 

citizens on regional government in 

which perceived expertise as well 

as the speed or accuracy of the 

leaders or institutions in fulfilling 

duties and mandates.   
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

31)  Status of Procedural trust by 

citizens on regional government 

regarding  regularity and 

consistency with which leaders and 

institutions follow established rules, 

laws, regulations, guidelines, and 

stated procedures.  

      

32)  Status of Performance trust by 

citizens on regional government 

regarding confidence in the overall 

productivity, output, and outcomes 

of the leaders and institutions. 

      

33)  Status of Political trust by citizens 

on regional government by  

stressing  on political legitimacy 

      

34)  Status of Social trust by citizens 

on regional government focusing 

on governments performance to 

strengthen  social capital 

      

35)  Status of Technological trust, by 

citizens on regional government by  

concentrating on how technology 

can bring about more 

democratization(e-governance) 
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

36)  Status of Economic trust by 

citizens on regional government  

with an emphasis on overall 

economic development of the 

region  

      

37)  Status of Moral trust by citizens 

on regional government  with a 

focus on maintaining ethics and 

morality;  and combating rent 

seeking 

 

      

 Assessing  government’s  

commitment and capability or 

skill   

      

 Rating government’s capacity        

38)  Status of regional government’s 

Regulatory capacity such as  ability 

of government  to establish and 

enforce rules throughout the society    
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

39)  Status of regional government’s 

administrative capacity such as the 

ability to manage the human 

resource and non-human resources 

of the state and to ensure 

accountability and efficiency in 

service delivery   

      

40)  Status of regional government’s 
Technical capacity such as 
expertise and knowledge required 
to make and implement technical 
decisions as well as the policy tools 
and instruments necessary to 
implement those decisions 
effectively  

      

41)  Status of regional government’s 

extractive capacity to raise the 

revenues needed by the state to 

pay for the expenses of 

implementing state policies and 

goals    

      

 Image  of state service       

42)  The status of state services as an 

employer of choice that attractive 

high achievers with a commitment 

to service 
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

43)  The status of developing  a strong 

culture of constant learning in the 

pursuit of excellence to create 

excellent State Servants: 

      

44)  The status of networked State 

Services described by using 

technology to transform the 

provision of services for citizens 

and other stakeholders 

      

45)  The status of state service as 

coordinated State Agencies in  

ensuring the total contribution of 

government agencies to contribute 

synergetic result 

      

46)  The status of accessibility of State 

Services in enhancing access, 

responsiveness and effectiveness, 

and improve Oromia’s experience 

of State Service. 

      

47)  The status of Trusted State 
Service to  strengthen  trust in the 
State Services and reinforce the 
spirit of service 

      

        

48)  The status of citizens’ trust on civil 
service 

      

49)  The status of citizens’ trust on 
justice system 
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No  Factors  Rate government –wide performance 

  5 4 3 2 1 0 

50)  The status of citizens’ trust on 
parliament 

      

51)  The status of citizens’ trust on 
ruling party 

      

52)  The  status of citizens’ trust on 
cabinet  

      

53)  The status of citizens trust on  local 
councils  

      

 

 
Part Three: Open ended Questions 
 

1) Mention  strengths you appreciate on  regional government performance 

a)-----------------------------------------------------------------------------------------------------------

b)-----------------------------------------------------------------------------------------------------------

c)--------------------------------------------------------------------------------------------------------- 

d)--------------------------------------------------------------------------------------------- 

e)------------------------------------------------------------------------------------------ 
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2) Mention any discomfort you have  on regional government performance 

a-----------------------------------------------------------------------------------------------------------

b)-----------------------------------------------------------------------------------------------------------

c)--------------------------------------------------------------------------------------------------------- 

d)--------------------------------------------------------------------------------------------- 

e)------------------------------------------------------------------------------------------ 
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Addis Ababa University; Faculty of Business and Economics and Technology  

Department Of Public Administration and Development Management 

Interview Questions 

Researcher: Kebede Geneti Feyissa 

Status: PhD candidate in public administration and policy 

Research title:  An Assessment Of Achievements And Challenges In Creating And 

Sustaining High Performance Government Practices In Oromia: A Comparative 

Analysis Of Reported High Performance And Low Performance Public Organizations   

Against High Performance Parameters 

Objectives  

This research is aimed at comparing high performance and low performance public 

organizations in Oromia regional state based on high performance factors. Furthermore, 

the study tries to describe the status of Oromia regional state in terms of high 

performance criteria for government as a body, identify the status of high performance 

team and high performance individuals and compares performance at different tiers of 

public sector governance.   Thus, the purpose of the study is for academic purpose and 

also serves interested stakeholders to strategically plan and act on based on the research 

findings. Therefore, the researcher politely asks your genuine collaboration in providing 

appropriate information.   

Many thanks for your voluntarily cooperation! 

 

Thematic Area One: Regional Government-Wide strengths and weakness 

 

1)  How do you evaluate Oromia regional state in terms of designing system in 

areas such as public service system, establishing checking and balance system, 

good governance enhancement system, rent-seeking combating system, 

community mobilizations system , etc? 
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2) How do evaluate Oromia regional state in terms of playing key management 

functions such as human resource management, financial management, 

information management, management for result, change management? 

3) How do you evaluate Oromia regional state in terms of having capacity to lead 

the region such administrative capacity, strategic capacity, extractive capacity, 

and technical capacity? 

4) How do you evaluate the status of various accountabilities such as managerial 

accountability, legal accountability, and financial accountability being exhibited 

by Oromia Regional state? 

5) As citizen, do you have trust in Oromia Regional State such social trust, 

economic trust, procedural trust, technological trust, etc? 

 

Thematic Area Two: High Performance and low performance Public organizations 

1) How do you evaluate high performance and low performance public 

organizations in terms of leadership quality? 

2)  How do you evaluate high performance and low performance public 

organizations in terms of organizational system quality or status of continuous 

renewal? 

3) How do you evaluate high performance and low performance public 

organizations in terms of citizens-public sector partnership quality? 

4) How do you evaluate high performance and low performance public 

organizations in terms of performance quality such as service quality and 

innovation? 

5) How do you evaluate high performance and low performance public 

organizations in terms of   human resource quality? 

Thematic area Three: High performance and low performance team in the public 

sector 

1) How do you evaluate high performance team and low performance team or what 

is their unique strengths and weaknesses in terms of objectives, values and roles 
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Thematic area Three: High performance and low performance individuals in the public 

sector 

1)  How do you evaluate high performance and low performance individuals or 

indicate their strengths and weaknesses on commitment, team work, change 

orientation, result-orientation and so on? 

General comments: What additional comment do you have concerning performance of 

Oromia Regional Government? 
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ጥናት የሚያካሂደዉ ፡ ከበደ ገነቲ ፈይሳ 

የስራዉ ቦታ ፡ የኦሮሚያ አመራር አካዳሚ 

የጥናቱ ርዕስ፡- የላቀ  አፈፃፀም ያላቸዉን የመንግስት አገልግሎት ሰጪ ተቋማትን በኦሮሚያ መፊጠርና መምራት 

በዜጎች (ተገልጋዮች) በመንግስት አገልግሎት ተጠቃሚዎች የሚሞላ መጠይቅ 

ዓላማ 

የዚህ መጠይቅ ዋና ዓላማ  በኦሮሚያ የሚገኙ የአገልግሎት ሰጪ ተቋማትና አደረጃጀቶች ያላቸዉን ጠንካራና 
ደካማ ጎን በሳይንሳዊ ጥናት በመለዬት  ለባለድርሻ አካላት ግልፅ ማድረግና ለዉሳኔ አሰጣጥ እንድጠቀሙበት 
ማድረግ ነዉ፡፡ 

ክፍል አንድ፡ የመልስ ሰጪዎች ግል ታሪክ 

1) ፆታ  ፡- ወንድ--------------------------------ሴት-------------------- 

2) ዜግነት፡----------------------------------------------------- 

3) የስራ ቦታ፡- ከተማ-----------------------ዞን------------------ወረዳ------------------------ 

4) የስራ ዓይነት፡ ንግድ----------------- --- ግብርና------------------- መንግስታዊ ተቋም -------------

---መንግስታዊ ያልሆነ ድርጅት------ 

5) የትምህርት ደረጃ-------------------------------------- 

6) ዕድሜ---------------------------------- 

7) የላቀ አገልግሎት አሰጣጥ ያላቸዉ የመንግስት ተቋማት በኦሮሚያ ክልል ዉስጥ አጋጥሟቸዋል? 

አዎ አጋጥሞኛል------------------የለም አላጋጠመኝም-------------------- 

8) የላቀ አገልግሎት የሚሰጡትን ተቋማት ይጥቀሱ 

 

 

 

 

9) የአገልግሎት አሰጣጣቸዉ ዝቅተኛ የሆኑ የመንግስት ተቋማት በኦሮሚያ ክልል ዉስጥ አጋጥሟቸዋል? 

አዎ አጋጥሞኛል------------------የለም አላጋጠመኝም-------------------- 
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10) የአገልግሎት አሰጣጣቸዉ ዝቅተኛ የሆኑትን ተቋማት ይጥቀሱ 

 

 

ከፍል ሁለት ፡ የላቀ አገልግሎት ይሰጣሉ የሚትሏቸዉን  የመንግስት ተቋማት  በሚከተሉት መስፈርቶች በጣም 

ከፍተኛ(5) ፤ከፍተኛ(4)፤ መካከለኛ(3)፤ ዝቅተኛ(2)፤ በጣም ዝቅተኛ(1) ብለዉ ይመዝኗቸዉ 

11) የላቀ  አገልግሎት የሚሰጡ ተቋማት  በአገልግሎት ጥራት ምን ይመስላሉ------------------------------

---------- 

• ተዓማንነት (reliability)

• የአገልግሎት አሰጣጥ ቦታ ሚቹነት(

------------------------------ 

tangibles)

• ፈጣን ምላሽ መስጠት (

--------------------- 

responsiveness) 

• 

----------------- 

የሰራተኞች ብቃት፤ በሚሰሩት ስራ ላይ ያላቸዉ እምነትና  ያላቸዉ በራስ መተማመን 

 (

• ዜጎችን ማክበርና ፊላጎታቸዉን መረዳት (መልካም አቀራረብ) (

assurance) 

empathy)

12) የላቀ አገልግሎት የሚሰጡ ተቋማት አዳድስ አስተሳሰብና  አሰራር በመዘርጋት   ዜጎችን በማገልገል በኩል 

ምን ይመስላሉ  ------------------------------------------------------------ 

-----------------------

----- 

• የአገልግሎት አሰጣጥን በየጊዜዉ ማሻሻል (status of service innovation)------------------------

- 

• የአገልግሎት አሰጣጥን በቴክኖሎጅ መደገፍ(technological innovations ;using technology as 

enabler)------------------------------------ 

• የአሰራር ለዉጥ ማድረግ (status of process innovation ;removing bureaucracy)----------

-------- 

• አደረጃጀት ማሻሻል (status of organizational or management innovation (structure)----

------ 

• የአመለካከት ለዉጥ ማምጣት (status of conceptual innovations ;out-of-the box 

thinking)------- 

• የተቋማት አመራር አሰጣጥን ማሻሻል (status of  management innovation)---------------------

--------- 
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ከፍል ሶስት ፡ ኋላ ቀር አገልግሎት የሚሰጡ  የመንግስት ተቋማት  በሚከተሉት  መስፈርቶች    በጣም ከፍተኛ(5) 

፤ከፍተኛ(4)፤ መካከለኛ(3)፤ ዝቅተኛ(2)፤ በጣም ዝቅተኛ(1) ብለዉ ይመዝኗቸዉ 

13) የላቀ  አገልግሎት የማይሰጡ  ተቋማት  በአገልግሎት ጥራት ምን ይመስላሉ---------------------------

----------- 

• ተዓማንነት (reliability)

• የአገልግሎት አሰጣጥ ቦታ ሚቹነት(

------------------------------ 

tangibles)

• ፈጣን ምላሽ መስጠት (

--------------------- 

responsiveness) 

• 

----------------- 

የሰራተኞች ብቃት፤ በሚሰሩት ስራ ላይ ያላቸዉ እምነትና  ያላቸዉ በራስ መተማመን 

 (

• ዜጎችን ማክበርና ፊላጎታቸዉን መረዳት (መልካም አቀራረብ) (

assurance) 

empathy)

 

-----------------------

----- 

14) ኋላ ቀር አገልግሎት የሚሰጡ ተቋማት አዳድስ  አሰራር በመዘርጋት   ዜጎችን በማገልገል በኩል    

በሚከተሉት መስፈርቶች በጣም ከፍተኛ(5) ፤ከፍተኛ(4)፤ መካከለኛ(3)፤ ዝቅተኛ(2)፤ በጣም 

ዝቅተኛ(1) ብለዉ ይመዝኗቸዉ 

• የአገልግሎት አሰጣጥን በየጊዜዉ ማሻሻል (status of service innovation)------------------------

- 

• የአገልግሎት አሰጣጥን በቴክኖሎጅ መደገፍ(technological innovations ;using technology as 

enabler)------------------------------------ 

• የአሰራር ለዉጥ ማድረግ (status of process innovation ;removing bureaucracy)----------

-------- 

• አደረጃጀት ማሻሻል (status of organizational or management innovation (structure)----

------ 

• የአመለካከት ለዉጥ ማምጣት (status of conceptual innovations ;out-of-the box 

thinking)------- 

የተቋማት አመራር አሰጣጥን ማሻሻል (status of  management innovation)--------------------

--------- 
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15) ከተገልጋዮች  ተቀራርቦ  መስራትን  በተመለከተ የላቀ አገልግሎት የሚሰጡ    የመንግስት ተቋማት  

በሚከተሉት መስፈርቶች በጣም ከፍተኛ(5) ፤ከፍተኛ(4)፤ መካከለኛ(3)፤ ዝቅተኛ(2)፤ በጣም 

ዝቅተኛ(1) ብለዉ ይመዝኗቸዉ 

• ህዝብን  በፊላጎት ዳሰሳና በዕቅድ ወቅት  ማሳተፍ----------------------- 

• ህዝብን  በክንዉን  ወቅት  ማሳተፍ------------------------------------- 

• ህዝብን  በግምገማ ላይ  ማሳተፍ  ወቅት-------------------------------- 

• ህዝብ  የሚሰጠዉን ግብረ-መልስ  ወስዶ  መተግበር-------------------- 

• በሁሉም  አጀንዳዎች  ላይ ህዝብን  ማሳተፍ--------------------------------- 

16)  ኋላ ቀር አገልግሎት የሚሰጡ  የመንግስት ተቋማት  በሚከተሉት መስፈርቶች በጣም ከፍተኛ(5) 

፤ከፍተኛ(4)፤ መካከለኛ(3)፤ ዝቅተኛ(2)፤ በጣም ዝቅተኛ(1) ብለዉ ይመዝኗቸዉ 

• ህዝብን  በፊላጎት ዳሰሳና በዕቅድ ወቅት  ማሳተፍ----------------------- 

• ህዝብን  በክንዉን  ወቅት  ማሳተፍ------------------------------------- 

• ህዝብን  በግምገማ ላይ  ማሳተፍ  ወቅት-------------------------------- 

• ህዝብ  የሚሰጠዉን ግብረ-መልስ  ወስዶ  መተግበር-------------------- 

• በሁሉም  አጀንዳዎች  ላይ ህዝብን  ማሳተፍ--------------------------------- 

ክፍል አራት፡- ዜጎች /ተገልጋዮች በመንግስት ላይ ያላቸዉ ዕርካት በሚከተሉት መስፈርቶች ከፍተኛ፤ መካከለኛ፤ 
ዝቅተኛ ብለዉ ይመዝኗቸዉ 

17) ህገ-መንግስትን በመክበርና በማስከበር አኳያ----------------- 

18) የተጠያቂነት ስርዓትን ከመዘርጋት አኳያ--------------------- 

19) ሚቹ አደረጃጀትን ከመዘርጋት አኳያ------------------------ 

20) ከአመራርን አሰጣጥ ብቃት አኳያ---------------------------  

21) የዜጎችን ዕምነት ከማረጋገጥ አኳያ--------------------------- 

22) ዜጎችን ከድህነት ለማዉጣት የመንግስተ ብቃት፤ ዝግጁነትና ቆራጥነት አኳያ------------- 

23) የመንግስት የማስፈፀም አቅም አኳያ-------------------------------------------- 

24) የመንግስት አገልግሎት በዜጎች ዓይን ያለዉ ተቀባነት------------------------ 

ክፍል አምስት፡ በተለያዩ አካላት ላይ ያለዉ የህዝብ ዕምነት ደረጃ 

25) ህዝብ  በሲቪል ሰርቪስ አገልግሎት አሰጣጥ ላይ ያለዉ ዕምነት------------ 

26) ህዝብ በፊትህ ስርዓት ላይ ያለዉ ዕምነት------------------- 

27) ህዝብ በህዝብ ተወካዮች(ጨፌ ) ላይ ያለዉ ዕምነት----------- 
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28) ህዝብ በገዥዉ ፓርቲ ላይ ያለዉ ዕምነት------------------ 

29) ህዝብ በካብኔ ላይ ያለዉ ዕምነት-------------------------- 

30) ህዝብ በተቃዋሚዎች ላይ ያለዉ ዕምነት------------------- 

 

ክፍል ዘጤኝ፡ -በመንግስት አገልግሎት አሰጣጥ ያስደሰታችሁ ነገር ካለ ይግለፁ፡፡ 

 

 

 

 

ክፍል አስር፡--በመንግስት አገልግሎት አሰጣጥ ያሳዘናችሁ  ነገር ካለ ይግለፁ፡፡ 
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Afan Oromo 

Qaama Qorannoo Geggeessu: Kabbadaa Gannatii Fayisaa 

Bakka hojii : Akkaadaamii Hooggansa Mootummaa Naannoo Oromiyaa 

Mata duree Qorannoo: Sekteroota mootummaa  raawwii ol’aanaa hundeessuu fi 

hoogganuu 

Tajaajilamtootaan kan Guutamu 

Kaayyoo: Qorannoon kun  Sekteroota mootummaa Naannoo Oromiyaa keessatti 

argaman irratti qorannoo geggeessuun garaagartummaa warra raawwii ol’aanaa qabanii 

fi raawwii gad-aanaa qaban adda baasuun dhimmamtootaaf dhiyeessuun furmaata akka 

argatu taasisuu dha 

Kutaa 1ffaa: Seenaa dhuunfaa deebii kennitootaa 

1) Saala: Dhiira------------------- Dubartii/durba----------------------- 

2) Lammummaa------------------------------------ 

3) Bakka hojii: Magaalaa---------------------Godina---------------Aanaa----------- 

4) Gosa hojii: Daldala-------------------Qonnaa-------------siivil sarvaantii---------------

Mit-Mootummaa 

5) Sadarkaa barumsaa--------------------- 

6) Umurii---------------------- 

7) Sekteroonni mootummaa tajaajila ol’aanaa qaban naannoo oromiyaa keessatti isin 

mudatanii jiru? Eeyyee----------------Lakkii-------------- 

8) Madaallii keessaniin tajaajila ol’aanaa sekteroota kennaa jiru jettan  tarreessaa. 

 

 

9) Sekteroota mootummaa raawwii gad-aanaa kennaa jiran naannoo Oromiyaa keessaa 

isin mudatanii jiruu? Eeyyee----------------------------Lakkii---------------------- 

10) Sekteroota mootummaa warra tajaajila gad-aanaa kennaa jiru jettan eenyu fa’a? 
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Kutaa 2ffaa: Sekteroonni Warri tajaajila ol’aanaa kennaa jiru jettan ulaagaalee armaan 

gadii irratti hundaa’aa sadarkaa ol’aanaa; giddu-galeessa, gad-aanaa jedhaa deebisaa 

11) Warri tajaajila ol’aanaa kennaa jiran Qulqullina tajaajilaan maal fakkaatu? 

• Amanamummaa----------------- 

• Bakki kenna tajaajilaa  mijataa ta’uu----------- 

• Deebii atattamaa kennuu--------------------- 

• Ga’umsaa fi ofitti amanamummaa kennitoota tajaajilaa------------- 

• fedha maamilaa hubachuu fi kabajaan tajaajiluu--------------------- 

12)  Sekteroonni warri tajaajila ol’aanaa kennaa jiran yaada haaraa fi tooftaa haaraa 

maddisiisanii lammii tajaajiluu irratti maal fakkaatu? 

• kenniinsa tajaajilaa yeroo yerootti fooyyessuu---------------- 

• Kenna tajaajilaa hammayyeessuuf tekinooloojiitti fayyadamuu--------------- 

• Hoj-maata haaraa diriirsuu------------------------- 

• Gurmaa’insa haaraa diriirsuu---------------------- 

• Jijjiirama ilaalchaa fiduu--------------------- 

• Hooggansa sekterootaa irratti jijjiirama fiduu---------------------- 

Kutaa 3ffaa: Sekteroota Mootummaa Tajaajila Gad-Aanaa Galmeessisan 

Ilaalchisee 

13) Warri tajaajila gad-aanaa kennaa jiran Qulqullina tajaajilaan maal fakkaatu? 

• Amanamummaa----------------- 

• Bakki kenna tajaajilaa  mijataa ta’uu----------- 

• Deebii atattamaa kennuu--------------------- 

• Ga’umsaa fi ofitti amanamummaa kennitoota tajaajilaa------------- 

• fedha maamilaa hubachuu fi kabajaan tajaajiluu--------------------- 

14) Sekteroonni warri tajaajila gad-aanaa kennaa jiran yaada haaraa fi tooftaa haaraa 

maddisiisanii lammii tajaajiluu irratti maal fakkaatu? 

• kenniinsa tajaajilaa yeroo yerootti fooyyessuu---------------- 

• Kenna tajaajilaa hammayyeessuuf tekinooloojiitti fayyadamuu--------------- 

• Hoj-maata haaraa diriirsuu------------------------- 
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• Gurmaa’insa haaraa diriirsuu---------------------- 

• Jijjiirama ilaalchaa fiduu--------------------- 

• Hooggansa sekterootaa irratti jijjiirama fiduu---------------------- 

15)  Sekteroonni tajaajila ol’aanaa kennaa jiran gama dhimmamtootaan wajjin walitti 

dhiyaatanii hojjechuutiin maalfakkaatu? 

• Fedha adda baasuu fi karoorsuu irratti fayyadamtoota hirmaachisuu---------- 

• Yeroo raawwii irratti fayyadamtoota hirmaachisuu------------ 

• Yeroo gamaaggamaa fayyadamtoota hirmaachisuu----------- 

• Duub-deebii uummanni kennu fudhatanii hojiitti hiikuu------------- 

• Ajandaawwan murteessaa ta’an hundumaa irratti uummata hirmaachisuu-----

------ 

16) Sekteroonni tajaajila gad-aanaa kennaa jiran gama dhimmamtootaan wajjin walitti 

dhiyaatanii hojjechuutiin maalfakkaatu? 

• Fedha adda baasuu fi karoorsuu irratti fayyadamtoota hirmaachisuu---------- 

• Yeroo raawwii irratti fayyadamtoota hirmaachisuu------------ 

• Yeroo gamaaggamaa fayyadamtoota hirmaachisuu----------- 

• Duub-deebii uummanni kennu fudhatanii hojiitti hiikuu------------- 

• Ajandaawwan murteessaa ta’an hundumaa irratti uummata hirmaachisuu-----

------ 

Kutaa 4ffaa: Amataa Tajaajilamtoonni mootummaa irratti qaban 

17) Heera mootummaa kabajuu fi kabajchiisuu-------- 

18) Sirna itti gaafatamummaa diriirsuu------------- 

19) Gurmaa’insa mijataa uumuu---------------- 

20) Hooggansa kennuu-------------- 

21) Amantaa lammii guddisuu ---------- 

22) Lammii hiyyummaa keessaa baasuuf Kutannoo qabu----------- 

23) Humna raawwachiisummaa mootummaa----------- 

24) Fudhatamummaa tajaajilli mootummaa ija lammiitiin qabu----------- 

Kutaa  5ffaa: Amantaa uummanni qaama qaama mootummaa adda addaa irratti qabu 
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25)  amantaa uummanni sivil sarvisii irratti qabu------------ 

26) Amantaa uummanni caasaa haqaa irratti qabu---------- 

27) Amantaa uummanni bakka bu’oota uummataa irratti qabu--------- 

28) Amantaa uummanni kaabinee irratti qabu--------------------------- 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 


	Background of the Study
	Statement of the Problem
	Objectives of the Study
	General Objectives
	Specific Objectives
	Research Questions
	Research Hypothesis
	Significance of the Study
	Scope of the Study
	Limitations of the Study
	Operational Definitions
	Organization of the Dissertation Report
	CHAPTER TWO: REVIEW OF RELATED LITERATURES
	Introduction
	Theoretical  Review : Public Sector Performance and Its Philosophical Foundations
	Democratic Developmental State and Public Sectors Performance
	Organization theories and Public sector Performance
	The New Public Management and Public Sector performance
	The New Public Service and public Sector Performance
	The New Perspective Organization Theory and Public Sector
	Concepts of Performance in Public Sector
	Approach of Assessing Organizational performance
	High Performance concept in public organization
	High Performance Concept in Public Organization: From Inception to Recent Development
	Models of High Performance Government System
	High Performance Governance System (HPGS)
	High Performing Public Organizations (HPOs) - The Meso- Level Analysis
	Principles of High Performing Organizations
	Factors of High performance Public Organizations
	High Performing Team (HPT) - Micro Level Analysis
	High Performance Individuals(HPIs)- Micro Level Analysis
	High Performance Governance Practices in Ethiopia
	History Of Ethiopian Public Sectors
	Implementation of BPR in Ethiopia For high performance
	Implementation of Balanced Scorecard for high performance in Ethiopia
	Implementation of Citizen Charter in Ethiopia for high performance
	Implementation of Civil Service Change Army   in Ethiopia for high performance
	Implementation of ICT Reform for high performance in Ethiopia
	Review Of Empirical  Literatures on High Performing Organization
	Summary of Literature Review
	The High Performance Conceptual Framework
	Justification and Description of Conceptual Framework
	CHAPTER THREE: RESEARCH PARADIGM AND METHODOLOGY
	Philosophical Assumptions and Paradigms
	Research Design
	Background of Oromia Regional State and Rationale for the Study
	Conceptualization and Operationalization of Variables in the Study Area
	Table 1: conceptualization and operationalization

	Population of the Study
	Sampling Design
	Sample Size
	Table 2:  sample table

	Types of Data Collected
	Methods of Data Collection
	Questionnaires
	Group Interview
	Documents Review
	Method of Data Analysis
	Validity and Reliability Test
	Ethical Considerations
	CHAPTER FOUR: RESPONDENTS’ PROFILE AND HIGH PERFORMANCE GOVERNANCE  DATA PRESENTATION, ANALYSIS AND INTERPRETATIONS
	Analysis of Background Information
	Table 3: Response Rate
	Table 4:  Respondents’ Working Place
	Table 5: Respondents’ Education Status
	Table 7: Respondents’ Gender Composition
	Table 8: Respondent’s Age Distribution
	Table 9:  Respondents’ Work Experience

	Analyzing High Performance Governance System
	Regional High Performance Governance System
	Table 10: Administrative System Designed In the Region

	Analyzing Regional Government’s Accountability System
	Analyzing Status of Core Management Functions
	Table 14:  Core Management Functions
	Chart 1: Strategic Public Human Resource Status
	Table 15: Population and Public Servant Growth
	Chart 3: Qualification of Public Servants in Oromia
	Chart 5: Planned and Actual Revenue
	Table 16: Major Budget Targets and Actual Performance
	Table 17: Reform Sustain Capacity Building Performances
	Chart 7: Budget Allocated By Government to Sustain Reform
	Chart 8: Public Sector Capacity Building Budget
	Chart 9:  Agricultural Production
	Table18: Agricultural Outputs and Economic Implications
	Table 19:  Key performances in education sector
	Table 20: Basic Health Service Indicators
	Chart 10: Planned and Achieved Key Performances
	Table 21: Selected Macroeconomic Performance
	Table 22: Economic Sectors Development and Share in GDP

	Analyzing Government’s Commitment and Capacity
	Table 24: Regional Government’s Level of Commitment and Capacity

	Analyzing Public Trust on Government Bodies
	Table 26:  Public Trust on Government Organs
	Chart 11: Summary of Public Trust on Government Organs
	Table 27: Relationship of Public Trust on Government Organs

	Kinds of Public Trust
	Chart 12: Kinds of Public Trust

	CHAPTER FIVE: COMPARATIVE ANALYSIS OF ‘HIGH AND LOW’ PERFORMANCE   PUBLIC SECTORS AGAINST HIGH PERFORMANCE ATTRIBUTES
	Leadership Quality
	Table 29:  Descriptive statistics (Organizational Foundations)
	Table 31: Descriptive statistics (Leadership attributes)

	Organizational System Quality
	Table 35:  Organizational System Quality

	Analyzing Public Sector Performance Quality
	Analyzing Public Service Quality
	Table 38: Public Service Quality Assessment
	Table 40: Summary of Service Quality Dimensions

	Assessment of Public Sector Innovation
	Table 41: Assessment of public sector innovation
	Table 42: Independent t-test (Public sector innovation)

	Human Resource Quality
	Table 43:  Human Resource Quality

	Analyzing Status of Citizens-Public Sector Partnership
	Table 45: Citizens-Public Sector Partnership Quality
	Chart 13:  Comparison of High and Low Performance Public Sector

	. Computation of Multiple Regression
	CHAPTER SIX: ANALYZING TEAM PERFORMANCE
	Analyzing Status Team (Change Army) Objectives
	Table 50:  Assessment of team objectives

	Assessment of   status Team value
	Table 52:  Team Value assessment
	Chart 14: Team Value status

	Characteristics of Team (Change Army)
	Table 54: Status of Team Characteristics

	Chapter Seven: Analyzing Individual Level Performance
	CHAPTER EIGHT: SUMMARY OF MAJOR FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
	Introduction
	Overview of Research Problem
	Conceptual Framework and Research Methods
	Summary of   Government-Wide (Macro-Level) Findings
	Summary of Public Sector (Meso –Level) Findings
	Summary of Findings Concerning Leadership Quality
	Summary of Findings on Organizational System Quality
	Summary of Findings Concerning Public Sector Performance Quality
	Summary of Findings on Citizens-Public Sector Partnership Quality
	Summary of Findings on Human Resource Quality
	Summary of Findings on  ‘High and Low’ Performing Teams
	Summary of Findings on  ‘High and Low’ Individual Performance
	Conclusions
	Introduction
	Conclusions on High Performance Governance System – Macro level
	Conclusions on High Performance Public Organizations (Meso level)
	Conclusions of  Team Performance ( Micro Level)
	Conclusions of High Performing Individuals -Micro level
	Contribution of the Study to High Performance Body of Knowledge
	Implication For Future Studies
	Policy Recommendations
	Recommendations on Building High Performance Governance System
	Public Organization (Meso level) Recommendations
	Recommendations on Building High Performing Team(Micro level)
	Recommendations on Individual Public Servants (Micro-level)
	References

	Talbot, C.  (2010) 11TTheories of performance: organizational and service  iimprovement
	11Tin the Public Domain11T ,12T1st Edition12T . USA : Oxford University Press
	Appendix one:  Questionnaires filled by Public Servants
	Appendix two: Questionnaires filled by head of public organizations
	Appendix three: Questionnaires filled by Team leaders
	Appendix four: Questionnaires filled by beneficiaries


