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The future for us, too, IS In our own place Ifwe can learn to see It

dIfferently, and are strong In wIll to change It
- Charles Handu

FOREWORD

It has been sald that the only certamtv m management today IS the certamtv ot
change Unquesnonablv, the concepts and strategIes of management are among
the fastest movmg targets Thev are rapidlY changmg, for a vanetv ot reasons
FIrSt, there IS compehnon for scarce resources, parncularlv m the publIc domam
Tlus means that managers are constantly challenged to do more wIth less
Second, demands by customers (and cIhzens) for better servIce hIgher qualIh
goods more responsIve and open orgarozahons contInue to grow From mv
perspechve, there IS lIttle dIfference between the meamng of the terms customer.;;
and clttZens The adophon and Implementahon of the concept of customer bv
manv progressIve local government managers IS a good example of how
management concepts and strategies change WIth the hmes Tlurd, the mcreasmg
speed and ease of commurucatIng new management Ideas and theIr use m the
market place have been no less than phenomenal In the past few years For
example, to engage m a bIt of Instant research on the latest managenal fads all
YOU need to do IS tap mto the Internet and the mvnad of management related
web SItes

Fmallv, management, both pnvate and publIc has become a "legIhmate '
professIOn Tlus means, among other tlungs, that the tools of the professIOn
management concepts and strategies, are constantly beIng refmed, and redefmed,
m the hands of those who research and wnte about them and by those who use
them In fact, It IS almost ImpossIble In tlus rapidly changmg disCIplme to know
where the new Ideas come from Do they emanate from the halls of acadenua,
research mshtutes and the growmg ranks of management consultants who need
new wares to market? Or do that ongmate WIth aggreSSIve and mnovahve
operatIng orgarozahons, the users of management concepts, strategies and Ideas?

SLOVAK CONTEXT FOR THE TRAINING SERIES

The Local Self Government ASSIstance Center (LSGAC), funded by the Umted
States Agency for Internahonal Development (USAID), has as one of Its major
program obJechves the strengthemng of m-eountrv traImng capacIty to serve
local government s development needs The fulfIllment of tlus obJechve Includes



the development of trammg matenals trammg of tramers, and further
Improvement m the management ot local government trammg seI'Vlces These
actJ'vltIes are embodIed WIthIn the larger LSGAC goal to help SlovakIa's local
governments be more effectIve, responsIve and accountable m seI'Vlce to theIr
CItIZens The Strengthenmg the Management of Local SelfGovernment m Slovakza
workbook senes IS, therefore, mtended to help local governments aclueve lugher
levels of performance through new and Improved management prmclples and
practIces gamed through on the Job learrnng

THE TARGET AUDIENCE

For publIc managers m SlovakIa (among them the elected mavors and deputIes
as well as Cltv managers department heads and dIrectors of publIc servIce
orgaruzatIons), the task of learnmg new approaches to publIc management and
puttIng the learnmg mto practIce, IS dauntIng You and vour orgaruzatIon have
been thrust mto the heart of a countrY WIde paradIgm sluft of polItIcal, econOtnlc
and SOCIal values and norms For local governments, these changes have created
a host of new problems, but also the potentIal to pursue new opporturutIes
GIven the dvnatnlc and changmg nature of vour work enVIronment, tlus senes
tocuses on concepts and strategIes that can help vou mold your local
government orgaruzatIon to deal more effectIvelv WIth the polItIcal, econotnlc
and SOCIal changes that are sweepmg vour countrY and regIon

We have pIcked a few core tOpICS and competencIes we beheve are central to
your current challenges and demands as local publIc managers and leaders
Consequently, tlus senes of short learnmg expenences IS not a comprehensIve
course m managenal theones and strategIes No effort has been made to go back
to the early baSICS of management theorv that have often set the stage for manv
contemporarY management Ideas and fads Nor was an attempt made to explore
all the new schools of management dunkIng that consume meters of space m
full-servIce book stores m London and elsewhere Rather, tlus senes IS, more
modestly, an attempt to help you gam managenal mSIghts and skIlls m a few
targeted areas of managenal practIce so yOU can mcrease the effectIveness,
responsIveness and accountabIlItv of vour local government orgaruzatIon, as
assessed by the CItIzens you serve

To reach the goal mtended for the Strengthenmg the Management of Local Self
Government m Slovakza workbook senes, I deCIded to return to the Guzde for
Managmg Change for Urban Managers and Tramers, a workbook I wrote several
years ago for the Umted NatIons Centre for Human Settlements (HabItat) The
Workbook has been substantIallY altered and updated WIth the help of an able
and expenenced Slovak adVISOry team and DaVId Tees a colleague I rely upon
more and more m craftIng leammg materIals for practItIoners m the publIc
serVIce



EXPECTATIONS

Here IS a bnef overvIew of what yOU can expect from the Strengthenmg the
Management of Local Self-Government m SlovakIa workbook senes

Workbook #1, The Evolvmg Roles and Responslbllztles of the Local Government
Manager and Workbook #2, The Manager and Organzzatzon Culture are based on
concepts from wmch the users of these matenals nught benefIt 1) local
government management roles and how they have evolved over the last tew
decades, pamcularlv m the Umted States and other Western countnes, and, 2)
orgaruzatIon cultures, how they are mvented and how they can be changed to
better serve the changmg mandates of local governments as keystone
mstItutlOns m bUlldmg open and democratIc SOCIetIes These workbooks are
deSIgned to lay the groundwork for planrung and managmg orgaruzatIon
change as defmed m Workbook #3

The core learrung module, Workbook #3, The Manager as Organzzatzon
Change Agent, focuses on concepts and strategies assocIated WIth the planrung
and management of changes WIthIn orgaruzatIons and theIr ImmedIate
envIronments Wlule much has been wntten about orgaruzatIon development
and planned change, they are stIll relevant and Important tOpICS tor dISCUSSIon

ThIs module, m a metaphoncal sense, WIll be wrapped around another set
of LSGAC supported trammg matenals These are the skill development
workshops on Consultmg SkIlls wmch focus, m more depth, on two phases of the
orgaruzatIon change process, contractIng and data collectIon and analYSIS

Workbook #4, TIle Manager as VIszonary StrategIst, addresses the Issues and
processes assocIated WIth strategic planrung To many, strategic planrung IS an
ally of the planned change process To others, It IS an overlappIng mtruSlOn
Nevertheless, strategic planrung IS a potentIally valuable tool for planrung the
future of your commumty As Tom Cannon remmds US, In rus book, Welcome to
the RevolutIOn "Managers are craftsmen and strategy IS theIr clay hke the
potter, they SIt between the past of capabl1ItIes and the future of opporturutIes /I

FInallv, some mSIghts are offered on TIle Manager as Staff Developer
(Workbook #5) The conceptual framework used to descnbe the mstItutIon
bul1dmg role of the manager assumes the manager should use dIfferent
management styles based on the work SItuatIon Smce trus approach to
leadersmp styles focuses, m large measure, on the matunty (development) of the
work force to determme the appropnate management response to most
SItuatIons, It offers mSlghts mto the potentIal for staff and orgamzatlOn
development We WIll also look at the growmg use of mterdlscIplmarv and
mterdepartmental teams as essentIal to acmevmg mgh performance WIthIn
complex orgaruzatIons



THANKS TO MANY WHO MADE THIS POSSIBLE

Manv mdividuals and organIzatIons have contnbuted to thIs effort These
trammg matenals were ongmallv wntten under the sponsorslup of the Urnted
NatIons Centre for Human Settlements (HabItat) and the guIdance ot Dr Tomasz
Sudra, Cluef Trammg and CapacIty Bwidmg Tlus reVISIon IS funded bv the
Uruted States Agencv for InternatIonal Development (USAID) and managed b\
the InternatIonal CItv/COuntv Management AssocIatIon (ICMA) through Its
afhhate, the Local Self Government ASSIstance Center (LSGAC) In BratIslava,
SlovakIa LSGAC, lrntIated and funded bv USAID, IS devoted to strengtherung
local governments m SlovakIa through capacIty bUlldmg endeavors WIth local
support mstItutIons

These Slovak support InstItuhons mclude the FoundatIon for Trammg m
Self Government of the Slovak RepublIc, the RegIonal (Local Self Government)
Trammg Centers the School of PublIc Adrrurnstrahon, AcadeIDla Istropohtana,
and the newIv estabhshed AssoCIahon for Management Trammg and
Development In the development of trus senes, specIal thanks go to Dr
Anastazia Kozakova, who dIrected the local advisorv conumttee, and to the team
of experts she assembled td provIde thel! InsIghts and good Judgment Thev
mcluded Cltv managers Jana BlazeJova, Jan DreisIg, RIchard HOJer, and Mana
Pfhegelova, management tramers Stefarna Hnvnakova, Darnela Halasova and
Luba Vavrova, and, Peter BerCIk, an adVIsor to the Slovak Muustrv of Intenor
Hollv Ingram provIded an mvaluable servIce as lavout and deSIgn artIst and
computer speciahst m transnuttlng complex documents VIa the Internet And of
course, thanks to my colleague, DavId Tees, UrnversItv of Texas at Arhngton,
who provIded valuable mputs to the development of learnmg exerCIses for the
senes

In mv short stay m SlovakIa, I have come to apprecIate the valuable
contnbutIons that mavors, Cltv managers and other seruor local government
offICIals are makmg to secure an open and democratIc SOCIety for theIr CItIzens I
hope thIs senes of management matenals wIll help you perform vour roles and
responslbIhtIes m strengthenmg local self-governments to be more effectIve,
responsIve and accountable

BratIslava, Slovakza 1998 Fred FIsher
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Tlus workbook IS desIgned to provIde vou and other readers wIth InSIghts Ideas
and learmng opporturnhes on Tl1e Evolvzng Roles and ResponszbzIztzes of the Local
Government Manager We have drawn heavilv on the efforts of the internatIonal
CItv/ County Management ASSOCIahon (ICMA) to defIne the ever changmg nature
ot these roles and responsibilIhes, partIcularlv as the pace of change accelerates for
those responsIble for managmg local government programs and servIce

We have made several assumphons m wntIng tlus partlcular workbook FIrst,
we belIeve It IS Important for vou to reflect on vour own percephons of the roles
and responsibilIhes assocIated WIth tlus uruque profeSSIOn before studvmg the
other workbooks m tlus senes We also belIeve It WIll be helpful for vou and vour
profeSSIOnal local government colleagues to

• learn more about how vour profeSSIOnal peers m other countrIes
defIne therr roles and responsibilihes,

• have an opporturntv to engage m a self assessment of vour own
approach to local government management, based on leMA's latest
effort to defme tlus profeSSIonal role, and,

• have a chOIce about how vou prefer to mcrease vour profeSSIOnal
competence through the use of these matenals

Regardmg the last pomt trus senes of workbooks IS deSIgned to be used eIther
for self studv or to faCIlItate tramer aSSIsted workshops Tlus explams, m part, whv
each workbook IS organIzed to mclude (1) concepts and strategIes on the specIfIC
tOpIC bemg covered, (2) reflechon exerCIses to help vou trunk about vour own
experIence m relahon to the WrItten matenals, and, (3) trammg deSIgns for group
leammg Workshops wIll be orgaruzed by the Foundahon for Trammg m Self
Government m collaborahon WIth the SlovakIa CIty Managers Associahon on the
tOpICS covered bv trus workshop and others m the senes

These workbooks probablv are organIzed dIfferentlv than others you mIght
have used so a bIt about what vou can expect as you tum the page Each
workbook mcludes a senes of matenals and achvIhes, mcludmg

• Tramer s Notes descnbmg tramer aSSIsted learmng events and the
tramer s role,

• Concept matenals WIth reflechon exerCIses for use by parhcIpants
and,

• Self-assessment queshonnalTes or task sheets to be used by the
trammg parhCIpants as mdividual and group leammg exerCIses
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TRAINER'S
NOTES

TOPIC

TIme

Local Government Manager Effechveness

11/2 hours

In all of the workbooks m thIs senes, tlus sequence ot events IS repeated
several hmes The mtent m the lavout IS deSIgned to provIde the tramers
and mdividualleamers WIth the full set of leammg matenals so they can be
used In whatever wav seems most approprIate and effectIve

The purpose at tlus exerCIse IS to help partiCIpants (1) recall an occaSIOn
of theIr own, personal effechveness as a manager and (2) dISCUSS WIth each
other the performance of local government managers m SlovakIa, both
effechve and meffectIve The exerCIse IS also useful as an 'Icebreaker' that
helps parhCIpants begm to feel comfortable mterachng freelv WIth one
another about the effechveness of local government managers m carrvmg
out theIr roles and responsIbIhtIes

Task

1 Bnef the parhcIpant group on the tasks to be performed and the
rahonale for each of them

Ask partiCIpants to recall one occaSIOn dunng the past week when
they dId somethIng as managers that they beheve was effechve
Hand out worksheet No 1 (below) and suggest that parhCIpants
use It to record theIr answers After a few mmutes, ask
parhcIpants one at a hme bnefly to descnbe the events and to
explam what made them effechve

2 DIVIde the partICIpant group mto several small groups of about
equal SIze Ask half of the small groups to dISCUSS and prepare a
lIst of ' effechve" achons or behaVIOrs that are commonly found
among Slovak local government managers Have the other half of
the small groups dISCUSS and prepare lIst of II meffechve' actIOns
or behaVIOrs that are commonly found among Slovak local
government managers GIve the small groups about 20 mmutes to
complete the task ProVIde each of the small groups WIth mdex
cards for recordmg theIr results, one achon or behaVIor per card
You rrught use dIfferent colored cards so that effechve achons can
be dIstInguIshed easIlv from meffechve ones

At the end of 20 mmutes, brmg the small groups back together GIve
each group about 10 mmutes to report ItS results by tapmg or tackmg ItS
cards on the wall of the trammg room and another 10 rrunutes for
parhclpants to roam around readmg the results on the colored cards
Encourage a dISCUSSIOn among parhcIpants about the SImIlarItIes and
dIfferences m the results Were there any surprIses? Help partICIpants
develop a workIng defIruhon of the word"effechveness" based on the data
and dISCUSSIOn



TASK NO 1 WORKSHEET

Record m the space below an occaSIOn durmg the past week when vou dId
somethmg as a manager that vou belIeve was effectIve Be as specIfIc as
possIble, detal1mg some of the reasons whv vou were successful

EXERCISE
TOPIC

Local
Government

Manager
Effectiveness
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EXERCISE
TOPIC

Local
Government

Manager
Effectiveness

TASK NO 2 WORKSHEET

If vou are domg these tasks as a self studv exerCIse, take a tew moments and
record m the spaces below, those effectlve and' metfechve achons and
behavIOrs that are commonlv found among Slovak local government
managers

If vou are domg the task as part of a workshop exerCise vou ffilght v. ant
to record some of the Ideas from the groups as mformahon to reView later

EFFECTNE INEFFECTIVE



TopIC

TIme

Local Government Manager Roles
Opemng Presentahon

Apprmamately 1 hour

TRAINER'S
NOTES

The followmg mtormatIon on local government management roles IS mtended
as a conceptual basIs for later self-assessment exerCIses on competencY m the
performance of local government managers m theIr roles The mformatIon WIll
be helptul to vou m preparmg a 20-30 mmute presentatIon on thIs sublect and
m conduchng a general dISCUSSIOn

Several reflectIon questIons and workspace are provIded m the text as
addItlonal opportunItles to encourage learnmg These refleCtlon questlOns WIll
be partIcularlY benefICIal to partIcIpants who are usmg the manual as a
reader rather than an mteractIve learnmg expenence
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CONCEPT
TOPIC

Local
Government

Manager
Roles

Lots offolks confuse bad management wIth destmll
- Frank Hubbard

A SHORT HISTORICAL PERSPECTIVE

There are at least two streams of thought about the urnversal applIcatIOn ot
management and orgaruzatIonal theorv One stream contends that managenal
and orgaruzatIonallssues and solutIons have become mcreasmglv sIITular
among publIc and pnvate mstItutIons world wIde In other words, management
IS management IS management The other argues that natIonal, and even local,
cultures stIll pave a dOIIUPant m..flU€l1Ce on the wav-managers-and-orgamzatIons
behave The truth IS probablv somewhere between these two pomts of VIew
The mtent, herem, IS not to take a stand on eIther SIde of thIs ongomg debate but
to draw from the wntIng of others to help vou better understand the role of the
local government manager and how It can be enhanced through tralillng and
development

Earlv attempts to defme the local government manager s role were both
mSlghtful and SImplIstIc Luther GulIck's acronvm POSDCORB, comed m the
1930s, stands for Plannmg, Organzzmg, Staffing, DIrectzng, Coordmatmg Reportzng,
and Budgetzng GulIck saw these functIons as the core responsIbIlItIes of the local
government manager

Later, theonsts dIVIded the management functIon bv emplo1/ee and
productzon centered styles (Rensls LIkert) and people and task orzented management
styles (Robert Blake) These two-dImensIOnal concepts of management
dommated the 1950s and 60s, but thev were seen as too SImplIstIc as we entered
the decade ot the 70s The academIC commurutv concerned WIth such thmgs
began to talk about I contIngencv" theones of management In other words, It all
depends on the sztuatzon At a mIrumum, one can say that management IS a
complex busmess Local government management, WIth ItS added dImenSIOns
of commurutv mvolvement and local polItIcs, IS verY complex - nearlv
ImpOSSIble at tImes

As stated earlIer, the mtent IS not to take a stand about what local
government/local government management IS, or should be, but to shed lIght
on It Peter Drucker, m a paper about publIc admInIstratIons' deadlIest SillS,
saId,

In publIC senJlce mcreasmglll we start out wzth a posztzon - that IS WIth
a totallll untested theon; - and go from It zmmedzately to natzonal If not
mternatzonal applzcatzon Unfortunatelll, successful apphcatzon stIll
demands adaptatzon cuttzng, fittmg, tn;mg, balancmg 1



The apphcatIon of Drucker's tazlonng' strategIes IS good advIce as we
trY to fInd a set of local government management Ideas to fIt our own
partIcular SItuatIon

In 1996, the SlovakIa CItv Managers AssocIatIon (SCMA) became the
tlurteenth country-WIde profeSSIOnal orgaruzatIon of local government
admmIstrators (and the fIrst m central and eastern Europe) to become
offIciallv affIhated WIth the InternatIonal CIty/ County Management
;\ssoClatIon (ICMA) One of the ICMA servIces IS to (1) provIde research and
leaderslup m defmmg local government management roles and
responsIbIlItIes as demanded bv new challenges and opporturntIes, and, (2)
reflect the role changes that are bemg mvented' bv theIr members In the
performance of local publIc management The results of these ICMA role
deftrnbcm efforts are mcluded m tlus dISCUSSIOn But fIrst, we WIll look at
some other well known research fmdmgs on the role of managers m general

THE MINTZBERG VIEW

Henrv Mmtzberg, an academzc WIth consIderable stavmg power m the fIeld
of management theonzmg, carned out a comprehenSIve studv of cluef
executIves from a vanety of orgarnzatIons m the earlv 1980s As a result of
lus research, Mmtzberg concluded there were some 'orgarnzed sets of
behaVIor common to most management Jobs Wlule they mav be somewhat
culture bound (lus research was hrnzted to Western managers and
InstItutIons), the way he defmes the vanous managenal roles are useful m
helpmg managers thmk about what thev do, regardless of the cultural or
orgarnzatIonal context 2

The managerIal roles Mmtzberg IdentIfIed fall mto three major
categones mterpersonal roles, mformatIonal roles, and deCISIonal roles
Here IS a more detaIled descnpnon of these roles and then subsets

A Interpersonal Roles

[As related to the manager s formal authonty]

• FIgurehead carnes out representatIonal and ceremornal dutIes

• Leader performs the role as formal head of the orgarnzatIon,
someone who dIrects and motIvates subordmates to aclueve
orgaruzatIOnal goals

• LIaison works WIth people outSIde the formal cham of command
m efforts to bnng mformatIon mto the orgarnzatIon and to gam
favor from others



[These roles help the manager bUIld a network ofsupport wzthm and outszde the
organzzatzon ]

B Informahonal Roles

[Manager as the communzcatzon center of the organzzatzon In contemporaru terms
the network navIgator ']

• MOnitor The manager conhnuallv scans the enVironment to receIve
and collect InformatIon

• DISSeminator Passes along specIal or prIvIleged mformatIon that
subordmates otherwIse mav not be able to obtam

• Spokesperson Speaks for the orgaruzatIon and repeats It to others

C DecIsIOnal Roles

[How the manager uses avazlable resources personal and otherwIse to take actzon]

• Entrepreneur Works to Improve the orgaruzatIon, brIngmg about
planned, voluntary, controlled, pOSItIve changes

• DIsturbance Handler Takes correctIve actIon m response to
pressures or changes that are beyond personal control

• Resource Allocator DeCIdes who WIll get what resources

• Negohator DIscusses and bargams WIth other orgaruzatIons, or
work unIts, to obtam advantages for lus or her own urut or
orgamzatIon

The overall responsIbIlIty of the manager, as seen by Mmtzberg, IS to use
each of these roles mdIvIduallv, or m combmatIon, to get thIngs done for the
orgaruzatIon and ItS members
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THE COMPETENT MANAGER

Another unportant research effort to defIne the manager's role was
conducted bv RIchard Bovatzls m the earlY 90s He exammed, m depth, the
functIon, responslblhtIes and expectatIons of over 2000 managers m 12
orgaruzatIons representIng 41 dtfferent management Jobs From these
fmdmgs Bovatzls Isolated and Identtfled 19 competenCIes duectlv related to
successful managenal performance He descrIbes effectIve Job performance
as

the attamment ofspeCIfic results (z e, outcomes) requzred by the Job
through speczfic actzons whzle mamtammg or bemg conszstent WIth
polzcles procedures and condztzons of the organzzatzonal envzronment 3

Bovatzls categorIzes the competenCIes he Isolated and studIed mto fIve
clusters (1) goal and actIon management, (2) leadershIp, (3) human resource
management, (4) dIrectIng subordmates, and (5) focus on others Here IS a
brIef descnptIon of the components of each cluster

A The "Goal and Achon Management" Cluster

• EffIcIency a concern for domg somethIng better

• Takmg a pro-achve stance takmg actIon to accomphsh
somethIng
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• DIagnostIc use of concepts tlunkmg that IdenhfIes or recogruzes
conceptual patterns from an assortment of mformatIon

• Concern wIth Impact use of svmbols ot power to have Impact on
others

B The "Leadership" Cluster

• Self confIdence People WIth self confIdence feel thev kIlo'-\- what
they are domg and that they are domg well

• Use of oral presentatIons makIng effectIve verbal presentatIons
whether m one-to-one meetIngs or before an audIence of several
hundred people

• LOgIcal thought puttmg events m a causal (cause-eftect) sequence

• ConceptualIzatlon the abIlItv to IdentIfv or recogruze patterns m an
assortment of mformatIon

C The "Human Resource Management" Cluster

• Use of SOCIalIZed power bUIldmg allIances, networks, coalItIons, or
teams

• POSItIve regard belIef m others and a pOSItIve bellet that people are
good

• ManagIng group process stImulatIng others to work together
effectIvely m group settIngs

• Accurate self assessment seemg one's own strengths and
weaknesses and to know personal lImItatIons

D The "DuectIng Subordinates" Cluster

• Developmg others helpmg someone do hIs or her job

• Use of umlateral power abIlItv to use varIOUS forms of mfluence to
obtam complIance

• SpontaneIty expressmg oneself freely and easily

E The "Focus on Others" Cluster

• Self control abIlItv to InhIbIt personal needs or deSIres m servIce of
orgaruzatIonalneeds

• Perceptual obJectIvIty to be relatIvelv objectIve and not lImIted m
VIew by exceSSIve subjectIVIty or personal bIases, preJudIces, or
perspectIves



• StaDUna and adaptablhty havmg the energy to sustam long hours
of work and have the fleXIbility and onentatlon to adapt to changes
m hfe and the orgaruzatIonal enVIronment •

• Concern With close relatIonships carmg about and bUlldmg close
relatIonslups WIth mdividuais

The competencIes outlmed above go far bevond commonlY accepted
managenal skills and knowledge Thev are descrIbed as the underlumg
charactensttcs ofa person whzch results m effecttve and/or supenor perfonnance on the
Job These competencIes, or underlvmg charactenstIcs, may be motIves, traIts
skIlls, aspects of one's self Image or socIal role, or a bodY of knowledge wluch
he or she uses Wlule they may seem abstract and somewhat IdealISTIC, the
Amencan Management Assoclatlon has used the Bovatzis competencv model as
the baSIS for a graduate degree program m management

REFLECTION

From tIme to hme m tlus senes, we WIll provIde an opporturutv for partICIpants
or readers to reflect personally on the concepts bemg dIscussed You nught use
the space below to answer the followmg questIons What traIts or charactenstIcs
do you assocIate WIth the 'best' manager you know or have known? WhIch of
Bovatzis' 19 competencIes do these traIts or charactenstIcs resemble?
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HABITS OF MIND

CONCEPT
TOPIC

Local
Governmept

Manager
Roles

In conclusIOn, here are some reflectIons from Peter Drucker about the role ot the
manager Drucker IS descnbed bv the authors of The Wztch Doctors (a recent

1.....- ...1 book about management theory and practIce) as the Guru s Guni (the expert s
revered expert) Drucker has no 111uslOns about how dIffIcult the role of the
manager IS In ills collectIon of essavs, Managmg m a Tzme ofGreat Clzange,
Drucker focuses on three tlungs he belIeves make the manager s hie hellIsh at
tills tlme

• FIrst IS the sheer scale of managenal change (or In the context ot
SlovakIa's local governments, the need for sIgru.bcant managenal
changes)

• Second IS the frequencv of managenal faIlure (e g , most
contemporary managers fall to understand what It means to manage
In revolutIonary tImes and spend theIr tIme tmkenng WIth the
orgaruzatIon when thev should be rethmkmg the whole theorv on
willch It IS based) Certamly, these are revolutIonary tImes In the hfe
of SlovakIa's local governments Unfortunatelv, the orgaruzatIonal
templates that defIne the InstItutIons shll reflect pre-revolutIonary
notIons about how local governments and commurutv servIces
should be managed

• The thIrd helhsh trend managers are confronted WIth, accordmg to
Drucker, IS the grOWIng tensIon between bUSIness (read local
government) and ItS envIronment

If Drucker has one pIece of adVIce for managers, It IS to concentrate on
bemg effectlve

Whether he [she] works In a bUSIness or In a hospItal, In a
government agenev or In a labor uruon, In a uruversltv or In the
army, the executIve IS, fIrst of all, expected to get the nght thmgs
done And tills IS SImply that he [she] IS expected to be effectIve 4

Drucker savs effectweness IS a habIt" or a complete set of habItual practIces
He recommends the followmg fIve I habIts of mmd" to managers who want to
be effectIve

• Managtng the portIon of theIr hme that thev can control and
knOWIng where theIr tIme goes

• FOCUSIng on outward contnbuhon, geanng theIr efforts to results
rather than work
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• Buddmg on the strengths they have at theIr dIsposal, mcludmg
therr own strengths as well as those of theIr colleagues,
subordmates and the sItuations they face

• Concentrahng on the few major areas that wIll produce the most
outstandmg results bv settmg clear pnontIes and StickIng WIth
them

• MakIng effechve decIsIons, knowmg that a decISIOn IS "a Judgment
based on dlSSenhng OpInIons rather than a consensus on the
tacts "

Drucker s habIts" are worth reemphaSIZIng The effechve manager

1 manages hIs or her hIDe and knows where It goes,

.., focuses on results rather than work,

3 bUIlds from strengths (therr own and the orgamzatIon's),

4 concentrates theIr efforts on the most Important Issues and concerns,
and,

5 makes effective declSlons

REFLECTION

Take these fIVe habIts that Drucker IdentifIes WIth effechve managers and
pnontIze them below based on how effective vou belIeve you are In bemg
habItual' about performmg them 1= least effective and 5 = most effective

HabIt

1 TIme management

2 Focusmg on results

3 Bwldmg on strengths

4 Concentrahng efforts

5 MakIng effective deClslOns

1__--'
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If you could change one of the 'habIts" wmch vou have rated low m vour
effectzveness to perform, wmch one would It be?

LIst some aCTIons vou IDlght take to become more effecTIve m makmg tills a part
of vour managenal habzts

1

.,

,.,
J

THE ICMA PERSPECTIVE

The InternaTIonal CItV/ County Management AssoClatlOn (ICMA) has alwavs
been the opmlOn leader about what conshtutes effechve local government or
local government management m the Urnted States and other countrIes Its
VOIce IS heard m an mcreasmg number of countrIes as It defmes systems and
standards for Improvmg local government performance [As noted prevlOuslv,
the SlovakIa CItV Managers ASSOCIahon became, m 1996, the thIrteenth countrY
orgarnzatlOn to be afnllated WIth ICMA and the fIrst m central and eastern
Europe to acmeve tms recogrnTIon ]

The followmg IS a summary of some of leMA s more recent statements
about effeCTIve local government We start WIth a SynOPSIS of VIews expressed
In the AssoCIahon s 1983 publlcahon, The EffectIve Local Government Manager'
The local government manager s role and responsIbIlIhes, at that hme, were
descnbed as

• relatIng to the commurntv,

• workmg WIth the govemmg body,

• managmg WIth effechveness (gethng the nght thmgs done),
effIcIencv (accompllshmg them m the nght wav), and economy
(llIDlhng the use of scarce resources),
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• creatmg conditIons for excellence m the orgaruzatIon,

• promotIng the commurotv's future,

• representIng the commurotv WIth other governments (e g , other
local governments and hlgher levels of government when
appropnate), and,

• mamtammg personal effectIveness

Cuttmg across these management responsIbilItIes are four themes
managmg people, managmg change, buzldmg and mamtammg relatIOnshzps and
managmg publzcIty

When we compare thIs vague lIst of responSibilitIes With the practIcal
POSDCORB of the 1930s, we can't help but wonder what has prompted the
dramatIc shift m defmItIon Is It because most local government managers m the
Uruted States and other countnes have the baSIC knowledge and skIlls to carrv
out the POSDCORB mandate? Or do they have a depth of staff that allows
them to be more"conceptual" m their approach to the role of local government
manager? Or, IS It m response to a growmg trend to descnbe the manager s role
m mcreasmgly vague behavioral terms?

IN SEARCH OF LOCAL GOVERNMENTAL EXCELLENCE

leMA, a year after publIshIng of The EffectIve Local Government Manager,
launched a research effort to defIne the baSIC elements of local government
excellence ThIs effort was m response to the Peters and Waterman best seller, In
Search of Excellence, that descnbed the charactenstIcs of successfullv managed
pnvate sector orgaruzatIons ICMA's "local government excellence" cntena (as
defmed m 1984) mcluded

• Achon onentahon Excellent local governments Idenbfy problems
and deal WIth them qUicklY, fIghtmg through structural, polItIcal,
legal, and environmental constramts that make actIon more dIfficult
than for pnvate comparues

• Closeness to clhzens establIshIng and mamtammg the vanetv of
close lInkages WIth clhzens bemg served mcludmg those who are
regulated agamst theIr WIll Excellent local governments lIsten and
are sensItIve and responSIve to publIc mput

• Autonomy and entrepreneurshIp developmg a chmate conducive
to mventmg and domg new thIngs to solve problems, havmg a track
record of ImplementIng creatIve solutIons even m the face of
declIrung resources
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• Employee onentahon For a local government to be excellent, tlus
cntenon reqUITes more than hp servIce to emplovees and theIr
needs Excellent pubhc orgaruzatIons mSIst on mtense pen aSIve
treatment of emplovees as human bemgs and adults

• Values Excellent local governments. have defmed a set of \ alues
TheIr thrust IS toward bemg the best - provIdmg supenor quahn
and servIce to the publIc TheIr values are commurucated and
demonstrated to employees and provIde the source ot enthusIasm
and mspIratIon

• MISSion, goals, and competence MISSIOn IS the underlvmg premlse
of the orgaruzatIon Excellent local governments have evaluated
theIr mISSIOnS based on changmg resource levels and CItIzen
demands and have used mlSSIOn statements as the foundatIon tor
estabhshmg commurutv and/or orgaruzatIonal goals Witlun theIr
mlSSIOn, excellent local governments proVIde conSIstent, uruform
levels of servIce

• Structure In excellent local governments, the potentIal negatlve
effects of antIquated, bureaucratIc structures have been mIrumIzed
These orgaruzatIons have fewer management levels, fewer central
and support staffs, and prOVIde hrm central dIrectIon whIle gIvmg
maXImum autonomy to employees

• Pohhcal relahonshlps ThIs cntenon departs most radIcally from
the Peters and Waterman model - but It IS perhaps the most
Important of the attnbutes PolItIcal relatIonshIps In excellent local
governments have three characterIstIcs (a) thev mvolve pOSItIve,
open, respectful relatIonshIps between local elected representatIves
and management staff, (b) they deal openly, forthnghtly, and
effectIvelY WIth therr enVIronments, (c) they possess envIronmental
stabIhtv at the pohtIcallevel

WhIle the ICMA cnterIa for achIevmg local government excellence does
not descnbe, or preSCrIbe, the local government manager's roles m helpmg to
achIeve them, or the knowledge and skIlls requIred to do so, It IS pOSSIble to
Imagme what they mlght be Better vet, we can enter the gates of the ICMA
Uruversity where an attempt has been made to defme what local government
managers must be able to do to achIeve effectIve management m theIr
orgaruzatIons and commurutIes

REFLECTION

Suppose vou were asked to establIsh a set of cntena to defme what vou belIeve
would represent local government excellence for Slovak local governments m the
future (SImIlar to the research effort ICMA undertook a few years ago) Jot
down these cntena and deSCrIbe m a few words what each of them mean



Compare them to the ICMA lIst presented above What are the SImIlannes
and dzfferences, and whv?

THE leMA UNIVERSITY

In 1995, ICMA announced the creahon of the ICMA Uruverslty, certamlv a non
umverslty bv tradlhonal standards (so don't be lookIng for those gates
menhoned earlIer) As defmed at the hme of concephon, It IS "a uruverslty
without walls, grades, or graduabons, nevertheless recogruzmg a comnutment
to the values of lIfe long learrung bv a commumty of lIke mmded people"
Several features of tlus latest approach to professional development bv ICMA
are worth menhonmg First, It puts the responslblltty on mdlvldual members of
ICMA to assess theIr own professzonal skzlls and abIlztzes and to plan theIr own
contznumg professIOnal development

Second, the profeSSIOn establIshed a guldelme m the ICMA Code of Etlucs
statmg that each member should commtt at least 40 hours a vear to profeSSIOnal
development activIties Often the CIty manager fullills IDS or her profeSSIOnal
development commttment bv helpmg others learn (e g, bv volunteenng to
conduct a tratrung workshop for the professIOnal assoclabon)

Thud and most Important, the UruversIty' defmed a set of prachces
(mdIvIdual competenCIes) agamst wluch each member could assess lus or her
need tor protesslOnal development Fmallv, ICMA Idenbbed a Wide range of
external mshtuhons (uruversIhes, mshtutes, even pnvate consulbng nrms) that



could assIst m theIr members' development 'Tlus dIverse collectIon of
orgaruzatIons IS COmmItted to offenng short courses based on the defmed set of
practIces assocIated WIth the role at the local government manager

The practIces that ICMA members agree are essentIal to effectIve local
government management fall mto eIght groups, a rather dauntIng hst, we mIght
add Here IS a bnef descnptIon of the practIces by vanous groups

Group 1 Staff Effechveness [Promotmg the development and perfonnance ot
staffand emplottees throughout the organzzatzon ] Includes

• Coaclung and Mentonng- provIdmg dIrectIon support and
feedback to enable others to meet theIr full potentIal

• Team Leadership faCIlItatIng teamwork

• Empowerment creatIng a work enVIronment that encourages
responsIbIlIty and deCISIOn makIng at all orgaruzatIonallevels

• Delegating assIgnmg responsIbIlIty to others

Group 2 Pohcy FacIlitation [Helpmg elected offiCIals and other communztIJ
actors IdentlN work toward and achIeve common goals and obJectIves] Includes

• FaclhtatIng Leaderslup buI1dmg cooperatIon and consensus among
and WIthm dIverse groups, helpmg them IdentIfy common goals and
act effectIvelv to aclueve them, recogruzmg mterdependent
relatIonslups and multIple causes of commurutv Issues and
antiCIpatIng the consequences of polIcv deCISIOns

• FaCIlItating CouncIl Effectiveness helpmg elected offiCIals develop
a polIcv agenda that can be Implemented effectIvely and serves the
best mterests of the commurutv

• MedlatIon/NegotIatIon actIng as a neutral party m the resolution of
polIcv dIsputes

Group 3 Service Dehvery Management [Ensunng that local government
:oervlces are prOVIded to cItIzens effectlvelll, effiCIently and responslbll/ ] Includes

• Functional/Operational ExpertIse understandmg the baSIC
prmcIples of servIce delIvery m functIonal areas

• Operational Plannmg- antICIpatIng future needs, orgaruzmg work
operatIons, and establIshmg tImetables for work uruts of projects

• CItizen Service deternurung CItizens needs and provIdmg
responSIve, eqUItable servIces to the commumty



• Quahty Assurance mamtammg a consIstently lugh level of quahtv
m staff work, operatIonal procedures, and servIce dehverv

Group 4 Strategic Leaderslup [Settmg an example that urges the organzzatzon
and the commumty toward expenmentahon, change, creatIve problem solvzng, and
prompt actIOn] Includes

• Imhahve and RIsk Taktng demonstratIng a personal onentatIon
toward actIon and acceptIng responsIbIhtv for the results, reSIstIng
the status quo and removmg stumblmg blocks that delay progress
toward goals and objectIves

• VISIon conceptuahzmg an Ideal future state and commurucatIng It
to the orgaruzatIon and commurutv

• Creahvity and Innovahon developmg new Ideas or practIces
applvmg eXIstIng Ideas and practIces to new sItuatIons

• Technological LIteracy demonstratIng an understandmg of
mformatIon technology and ensurmg that It 15 mcorporated
appropnatelv m plans to Improve servIce dehverv, mtormatIon
shanng, orgaruzatIonal commurucatIon, and cItIzen access

Group 5 Democrahc ResponSIveness [Demonstrahng a commItment to
democratIC pnnczples by respectmg elected offiCIals communzh; mterest groups and the
deczslOn makzng process educatmg cItIzens about local government, and acqumng
knowledge of the SOCIal economzc and polztIcal hzsto11.l of the communzh;] Includes

• Democrahc Advocacy fostenng the values and mtegntv of
representatIve government and local democracy through actIon and
example, ensunng the effecnve partICIpatIon of local government m
the mtergovernmental system

• DIverSIty understandmg and valumg the dtfferences among
mdividuais and fostenng these values throughout the orgaruzanon
and commurutv

• Clhzen ParhcIpahon recogruzmg the nght of Clnzens to Influence
local deCISIons and promotIng actIve CItIzen mvolvement m local
governance

Group 6 Orgamzahonal Planmng and Management [Provzdzng jar the
~l1ort term and long term acqUISItIOn allocatIon and analysts offinanczal and human
'esources ] Includes

• Budgehng prepanng and admIrustenng the budget
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• FinanCIal AnalysIs mterpretIng fInancIal mformatIOn to assess the
fIscal condItIon of the commurutv, determInIng the cost-effectIveness
ot programs, and preparmg alternatIve strategIes

• Human Resources Development ensurmg that the polICIes and
procedures for emplovee hIrmg, promotIon, performance appraIsal
and dlsclplme are eqwtable, legal, and current, ensunng that human
resources are adequate to accomplIsh programmatIc objectIves

• Strategxc PlannIng- pOSItIOrung the orgaruzatIon and the commurut\
for events and CIrcumstances that are antICIpated m the tuture

Group 7 Commumcahon [Faczlztatmg the flow of Ideas mfonnatlOn and
understandmg between and among Indzvzduals advocatmg effectzvel1/ m the
communzht Interest] Includes

• Advocacy commurucatIng personal support tor polICIes, programs
or Ideals that serve the best mterests of the commurutv

• Presentahon SkIlls convevmg Ideas and mformatIon effectIvelv to
others

• MedIa Relahons commurucatIng mforrnatIOn to the medIa m a wav
that mcreases publIc understandmg of local government Issues and
actIVItIes and bUIlds a pOSItIve relatIonshIp WIth the press

• Interpersonal Commumcahon exchangmg verbal and non-verbal
messages WIth others m a wav that demonstrates respect for the
mdIvIdual and furthers orgaruzatIonal and commumtv objectIves

Group 8 Integnty [Demonstratmg fazrness honesty, and ethIcal and legal
awareness In personal and profeSSIOnal relatIonshzps and actzvztzes ] Includes

• Personal Integnty demonstratIng accountabIlIty for personal
actIons, conductIng personal relatIonshIps and actIVItIes faIrly and
honestly

• ProfessIonal IntegrIty conductIng profeSSIOnal relatIOnshIps and
actIVItIes faIrly, honestly, legally, and m conformance WIth the
ICMA Code of EthIcs

• Orgamzahonal Integnty fostermg ethIcal behaVIOr throughout the
orgaruzatIon through personal example, management practIces, and
trammg

.....~ge20
T'



One would not accuse ICMA of berng tumd rn Its efforts to descnbe the
practlces" that are essentlal to effectIve local government management As

stated earlIer, It IS a dauntlng lIst of mdlvldual competencIes to be acqUIred over
one s professIOnal career And vet, It IS not slgrnflcantlv dIfferent from the lIst of
competencIes Idenhhed bv RIchard Bovatzls In ills exarrunatIon of the tunctlons,
responslbl1ltIes and expectatIons of more than 2,000 managers rn pnvate sector
orgaruzahons The ICMA hst tends to be stated rn professIOnal tenns (what the
professIon expects of ItS members) whIle the Bovatzis clusters of competencIes
are more egocentnc (what prmcipled execuhves mIght expect from each other)

Nevertheless both hsts go far bevond an accountlng of thrngs managers
must know (knowledge) and be able to do (skIlls) 1f they are to be consIdered
competent m theIr professIonal fIeld of endeavor Thev speak of athtudes ("a
poslhve behef that people are good"), behavIOr (the abIhtv to exhIbIt personal
needs or deSIres m servIce to orgaruzatlonal needs), and values (fostermg ethIcal
behavIOr throughout the orgaruzahon through personal example) as essenhal
qualItles m achIevmg managenal excellence The tenns, athtudes, behavIOr and
values, are often challenged as bemg mappropnate trarnrng obJechves Not SOl
Thev descnbe some of the most Important outcomes, and results, of mdIVldual
and group learrung For example,

I have a bad attttude about workmg WIth people m another department,
and consequentlt; It affects mtt "behaVIor towards them (demonstrated
by my unwIllmgness to cooperate even when [know It IS m our mutual
best mterests) As a result of mterpersonal sktlls and team work trammg, I
have come to value the Importance ofworkmg across organzzatIOnal
boundanes and give It pnonty whenever pOSSIble

Slgruflcant leammgs reported bv parhclpants who had attended LSGAC
trammg programs m elected leadershIp and mfrastructure mamtenance
Illustrate the way managers thmk about trammg outcomes

• After trarnrng, I can deal WIth angry cIhzens and sahsfy them
(attItude change)

• After trammg, my colleagues say now I hsten to what they say
(behaVIor change)

• After trauung, I have started lookIng dlfferently on how I am raIsmg
mv chIldren (values change) 4

The 29 Prachces that ICMA members agree are essenhal to effechve local
government management mav not all be Important, cnhcal, or relevant to the
management of SlovakIa s local governments at thIs hme On the other hand,



thev are norms of professIonal performance worth considermg and eventuallv
stnvmg for m efforts to estabhsh local self governments as the bulwark for a
democrahc and open SOCIety

REFLECTION

WhIch fIve of the 29 prachces IdentIfIed bv leMA would vou choose as the most
relevant and Important to local self government m SlovakIa todav? WhIch ot
these fIve prachces would be hardest for vou personallv to master? WhIch ot the
fIve would be hardest for a manager to applv m a local government m thIs
country?

Most relevant and Important

Most dIffIcult for me to master



Most dtfflcult for managers to applv m Slovakia



TRAINER'S
NOTES

TopIC Managenal Competency Self Assessment

TIme ApprOXImately 2 hours

TIus exerCIse IS mtended to help parhClpants rate (1) theIr personal
effectIveness as Slovak local government managers m relatIon to the 29
leMA management "practIces" (mdlvldual competencIes), and, (2) the
Importance of each competency to the Improvement of local self
government m SlovakIa

TASK

Dlstnbute copIes of the "Management Practzces EJfectzvenesslImportance
Questzonnazre' and ask each partICIpant to complete and score Parts I and II
of the InStrument followmg InStruCtIOns

Explam that Part I of the questIonnaIre vlelds mformatIon about the
relatIonshIp between self assessment of personal eJfectzveness on a partIcular
practIce wIth the ratIngs of zmportance aSSIgned to the same practIce When
the partICIpant rates the Importance of a partIcular practIce hIgher than
theIr own effectIveness m performmg the practIce, (based on a ten pomt
scale) It would vIeld a mmus (-) score The lower the dIfferences m these
scores, the more congruence between the partICIpant's perceIved level of
personal effectIveness and Importance to local government Improvement

On the other hand, hIgh effectIveness scores on practIces rated low m
Importance would YIeld plus (+) scores The hIgher the dIfferences, the
more the manager IS effectIve m a competencv he or she belIeves IS not
Important

ExplaIn that Part II of the questIonnaIre IS for use by partICIpants to
IdentIfy and record theIr fIve hIghest plus (+) scores and theIr hIghest
mInUS (-) scores A senes of boxes followmg the questIonnaIre are prOVIded
for recordmg thIs mformatIon

When sconng IS done, ask partICIpants to paIr off to dISCUSS theIr
scores, why gaps eXIst, and how the mformatIon from the exerCIse can be
used m each manager s mdlvldual planrung for profeSSIOnal development

After about 30 mmutes of dISCUSSIOn, ask the partICIpant paIrs to
reconvene to post theIr fIVe mdlvIdual scores (plus and mInus) rna
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TOpIC Managenal Competency Self Assessment

TIme ApprOXImately 2 hours

format wmch vou provIde for them Tlus can be done bv readmg each of the
29 ICMA practIces and askIng for a show of hands to IdentIfy plus and
mmus scores for each practIce The mtent of tlus procedure IS to produce
groupmgs of scores bv practIces so that sIIDllantIes, dIfferences and
patternmg of scores can be observed and dIscussed

To aid the dIScussIon, ask partICIpants to dISCUSS what theIr scores mean
to them as a gUIde to theIr professIOnal development

• What does a practice that vou rated greater m Importance than
vour current level of effectIveness sav to vou? Should thIs be a
hmt that vou need work m thIs area?

• What does a score that IS lower m Importance than vour current
level of effectIveness sav to vou? Should It, perhaps, be more
important? Should vou focus vour self Improvement efforts
elsewhere?

At tlus pomt suggest that partlCIpants reVIew therr cards from the frrst
exerCIse Ask How do the statements about areas ofeffechve performance on the
cards fit" wzth lIour scores on the lCMA 29 competenczes 7 Suggest that
partICIpants"Clrc1e" those areas where there IS a "flt "

End the exerCIse bv askIng partICIpants to volunteer observatIons and
InSIghts on the value of the exerCIse m mghhghtmg areas of concentration for
professIOnal development In theIr management roles and responslbIhtIes

TRAINER'S
NOTES



EXERCISE
TOPIC

Managerial
Competency

Self
Assessment

TIus quesbonnarre IS for your use m assessmg your own effecbveness In the
29 leMA UmversItv competencIes (column 2) and the Importance of each
competencv to local self government m SlovakIa (column 3) A scale ot 1 to
10 IS provIded for the rabng WIth a score of 10 the lughest and a score of 1
the lowest After Clrclmg the rabngs on all 29 competencIes tor both
effecTIveness and Importance, use column 4 to record the dIfference Record
a rrunus (-) score WIth the magrutude of the dIfference when Importance IS
lugher than effecbveness Use a plus (+) when effecbveness 15 hIgher than
Importance
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Column I Column 2 Column 3 Column 4
ICMA Areas of Managenal Competency My Effectiveness as d Mandger Importance to the Improvement Difference III

m this Area of Local Self Government Ratings (+ or-)

I Coal-hmg and mentonng provldmg I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
direction support and feedback to enable
others to meet their full potential

2 Team leader1>hlp I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
facilltatmg teamwork

3 Empowerment creatmg a work I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
environment that encourages responslblhty
and deCISion makmg at all orgamzattonal

Ilevels .
4 Delegatmg asslgOing responslblhty I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0

to others

5 Faclhtatmg leadership buJldmg cooperation I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
and consensus among and wltlun diverse
groups, helpmg them Identtfy common goals
and act effectively to achieve them recogmzmg
mdependent relatlonshlps and multiple causes of
commumty Issues and antJclpatmg the
consequences of policy decisions

6 Fauhtatmg council effectIVeness helpmg I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 Il} 0
elected officials develop a policy agenda that
can be Implemented effectively and serves
the best mterests of the commumty

I



~cg
~

Column I Column 2 Column 3 Column 4
ICMA Areas of Managenal Competency My Effectiveness as a Manager Importance to the Improvement Difference 10

10 this Area of Local Self Government Ratlngs (+ or -)

7 MediatIOn/negotiation actmg as a neutral I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
party 10 the resolution of pohcy disputes

8 FunctIOnal/operatIOnal expertise understand109 I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
the baSIC pnnclples of service debvery 10

functional areas

9 OperatIOnal planmng anticipating future needs I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
orgamzlng work operations and estabhshlllg
timetables for work umts of projects

10 Citizen service deternumng Cltlzens I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
needs and provldmg responsive services to the
commumty

II Quahty assurance malntammg a consistently I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
high level of quahty 10 staff work operatIOnal
procedures and service debvery

12 Imtlatlve and nsk taking demonstrattng a I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
personal onentcltlon toward actIOn and acceptmg
responsibility for the results, reslstmg the status
quo and removmg stumbbng blocks that delay
progress toward goals and obJecttves

13 VISIOn conceptuahzlng an Ideal future state and I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
commumcatmg It to the orgamzatlon and
commumty
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Column I Column 2 Column 3 Column 4
ICMA Areds of Managerial Competency My Effectiveness as a Mdnager Importance to the Improvement Difference 111

10 this Area of Local Self Government Ratings (+ or -)

14 Creatlvlly and mnovatlOn developmg new Ideas I 2 3 4 5 6 7 8 9 10 1 2 3 4 5 6 7 8 9 l(} 0
or practices applYing eXlstmg Ideas and
practices to new sltualJons

15 Technologllal literacy demonstratmg an under I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
standmg of mformallon technology and ensunng
that It IS lOcorpordted appropnately In plans to
Improve service delivery, information shanng
orgamzatlonal commUOIcatlon and citizen access

16 Democral1c advocacy fostenng the values and I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
lOtegnty of representative government and local
democracy through action and example. ensunng
the effective partiCipatIOn of local government m
the lOtergovernmental system

17 DiverSIty understandmg and valumg the I 2 3 4 5 6 7 8 9 to I 2 3 4 5 6 7 8 9 10 0
differences among mdlvlduals and fostenng these
values throughout the orgamzatJOn and commumt

18 Citizen participation recogmzlng the nght I 2 3 4 5 6 7 8 9 10 t 2 3 4 5 6 7 8 9 10 0
of cItizens to mtluence local deCISions and
promotlOg active cItizen mvolvement 10 local
governance

19 BudgetlOg preparmg and admmlstenng I 2 3 4 5 6 7 8 9 to J 2 3 4 5 6 7 8 9 If) 0
the budget
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Column I Column 2 Column 3 Column 4
ICMA Areas of Managenal Competency My EffectIveness as a Importance to the Improvement of DIfference In

Manager In thIs Area Local Self Government Ratmg (+ or )

20 Fmanclal analysIs mterpretmg financIal I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
mformatlon to assess the fiscal condItion of
the commumty determme the cost effectIveness
of programs and prepare alternatIve strategIes

21 Human resource development ensunng that the 1 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
poliCIes and procedures for employee hlflng,
promotIOn performance appraIsal and dIscIplIne
are eqUItable legal and current, ensunng that
human resources are adequate to accomplish
programmatIc objectIves

22 Strategic planmng pOSltlonmg the orgamzatlOn 1 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
and the community for events and cIrcumstances
that are anticIpated m the future

23 Advocacy commumcatmg personal support for 1 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
poliCIes programs or Ideals that serve the best
mterests of the commumty

24 PresentatIon skIlls conveymg Ideas and I 2 3 4 5 6 7 8 9 10 12345678910 0
mformdtJon effectIvely to others
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Column I Column 2 Column 1 Column 4
ICMA Area~ of Managenal Competency My Effectiveness as a Importance to the Improvement of Difference In

Manager In this Area Local Self Government Rating (+ or )

25 Media relations cOmmUnICdtlng InfonnatlOn to 1 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 1(1 0
the media In a way that mcreases public
understandmg of local government Issues and
actIVItIes and bUilds a poslllve relatIOnship With
the press

26 Interpersonal commUnIcatIOn exchanging verbal I 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 I() 0
and non verbal messages with others In a way
that demonstrates respect for the IndiVidual and
furthers organizational and communIty objectives

.
027 Personal Integnty demonstrating accountabdJty I 2 3 4 5 6 7 8 9 10 1 2 3 4 5 6 7 8 9 I()

for personal actIons conductIng personal
relationshIps and actlvltles fauly and honestly

28 ProfessIOnal integrity conductIng professIOnal 1 2 3 4 5 6 7 8 9 10 1 2 3 4 5 6 7 8 9 10 0
relatIonshIps and actlvltles faIrly, honestly and
legally

29 OrganizatIOnal integrity fostering ethIcal 1 2 3 4 5 6 7 8 9 10 I 2 3 4 5 6 7 8 9 10 0
behavIOr through out the OIgamzatlOn through
per~onal example management practices and
trammg
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EXERCISE
TOPIC

Managerial
Competency

Self
Assessment

Scormg
Sheet

When you have completed the questIonnarre, enter vour fIve lughest plus (+)
scores (bv competencv number) and vour fIve lughest mmus (-) scores m the
boxes below Plus scores mmcate vour perceIved personal effectlVenes~m
tlus competencv IS greater than the zmportance vou give the competenc"\ The
mmus scores mdicate a greater zmportance than vour perceIved personal
effectzveness m performmg the competencY

FIVe HIghest Plus
Scores

00
00
o

FIve HIghest MInUS

Scores

00
00
o
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From the show of hands, enter the number of parhclpants who rated each of the
29 competencIes ( C) as one of theIr fIve hIghest plus rated (+) Do the same
thIng for the hIghest mInUS ratmgs (-)

cl cI
1 16

2 17

3 18

4 19

5 20

6 21

7 22

8 23

9 24

10 25

11 26

12 27

13 28

14 29

15

EXERCISE
IOP,C

Managerial
Competency

Self
Assessment
Talley Sheet



TRAINER'S
NOTES

TOpIC

TIme

ProfessIonal Development Plannmg

45 mInutes

The purpose of tlus exerCIse IS to help parhclpants use the personal data on
managenal effechveness to assess theIr own most Important learrnng needs
as local government managers and to use thIs mformahon to prepare a
profeSSIOnal development plan

ProvIde each parhcIpant WIth a worksheet contammg the htles of the
four remammg workshops m thIs serIes and space for partIcIpants to enter
the tItles of at least three other development programs that would enable
them to aclueve theIr deSIred level of managenal effectIveness Tell
partICIpants that theIr selectIons may be taken from a lIst prOVIded bv the
mstructor that mcludes a number of trammg and development programs
avaIlable through the FoundatIon for TrallUng m Self Government, or from
other sources Encourage parhcIpants to select courses offered bv other
InstItutIons prOVIded thev have suffICIent practIcal relevance and
educatIonal rIgor to serve as an approprIate management learnmg
expenences
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Tlus worksheet IS a format for a basIC professIonal development plan for
managers The plan consIstS of the four workshops m the Strengthemng the
Management ot Local SelfGovernment In Slovakza senes plus three ophonal
workshops or courses selected bv each manager consIstent WIth lus or her
perceIved needs for mcreased effechveness

EXERCISE
TOPIC

Professional
Development

Planning

ProfessIOnal Development Plan for _

Withm the next months, I will enroll m the followmg
professIOnal development workshops, courses or programs pursuant to mv
mtent to aclueve local government management excellence

1 The Manager as Organzzatton Change Agent

~ ~~I
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2 The Manager and OrganIZatton Culture

The Miif!a"""gp- tlS'"Vt:~zOnary- Sifa~~' -.3

4

5

6 Other:.programr
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