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transcript was validated by three coders; the responses from the struc-
ed questionnaires are analyzed using descriptive statistic to measure the
average means, Standard Deviation (SD), frequency as well as qualitative rat-
ing. The descriptive statistic results show that the thirty five participants
agreed that, they have an ability to understand the four variables as reflected
in the mean and standard deviation of the four variables: the organizational
leadership mean was 3.30 and the S.D was 0.5774; the mean of management
functions was 3.320 and the S.D was 0.5219; the mean of interpersonal skills
was 3.400 and the S.D was 0.5766 and the mean of intrapersonal skills was
3.417 and the S.D was 0.6000. Despite their level of understanding, the thirty
five participants were agreed to have a capacity building at least 6 - 12 months
to enhance their competence and skills in four areas, as this will help them to
provide a better service to the community. Proposed improvement plans are
suggested to the institution to enhance the four variables. Recommendations
are providing the government and institution to continue its efforts to tackle
all the challenges by providing a capacity building to the employees, review
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the law and regulation, establish service delivery unit in each ministry, apply
40 hours of training for employees in all levels, improve HR system, try to
apply merit system, public administration reforms, review the evaluation
performance that should be on merit or result.

Keywords

Civil Service Commission, Organizational Leadership, Management Functions,
Interpersonal Skills and Intrapersonal Skills

1. Introduction

ganijzational leadership and its hu
activity [1]. Based on the intervi

curriculum, corruption,
sources, unclear intervie

fore, every year the gover

is to 1) ensure there is no political intervention or guarantee
pelitical bias and should maintain neutrality, 2) all recruitment
erit based and show standards of professionalism, and 3) should
ide quality services to the state and the people of Timor-Leste. Thus, reform
in ghe public sector is needed to improve service delivery and to have a civil ser-
vice that is more efficient, which works with more rigor, quality, responsibility,
less bureaucracy and more simplification [2]. The Civil Service Commission

mandate is five years and renewable for an equal period of time [3].

1.2. Problems Statement

The study aimed to examine the current situation of the organization in relation to
its organizational leadership, management functions, interpersonal and intraper-

sonal skills and proposed improvement plan to enhance the four elements.

1.3. Research Objectives

1) To examine the current conditions of the Civil Service Commission of Ti-
mor-Leste in terms of the organizational leadership, management functions, in-

terpersonal and intrapersonal skills that urgently need to be developed and im-
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proved now and within two years and beyond.
2) To propose an improvement plan to enhance organizational leadership,

management functions, interpersonal and intrapersonal skills.

1.4. Research Questions

1) What are the current conditions of the Civil Service Commission of Ti-
mor-Leste in terms of the organizational leadership, management functions; in-
terpersonal and intrapersonal skills that urgently need to be developed now and

within two years and beyond?

2) What is the proposed improvement plan to enhan

2. Literature Review

2.1. Organizational Leadership

Zaccaro and Klimoski (2014) highlj
processes and outcomes of the

velopment and achievement

also identified three dif

tional operatio problem nd disrupt operations plans, the adminis-

trative team sho existing mechanisms such as procedures and other

tural. This activity needs a two-way direction by the leaders
both superiors and subordinates), as well as notable human rela-
tence and skills and thirdly, organizational leadership is happening at
op,level management, they pay attention to structural initiation or origination
and’change in the organization as a reflection of new policy formulations [4].

In addition, organization needs 21* century skills to achieve success such as 1)
cognitive skills—refer to fairness in problem solving and have analytical think-
ing, 2) interpersonal skills—refers to communication skills, social skills, team-
work, and cultural sensitivity, 3) intrapersonal skills—refers to self-management,
time management, self-development, self-regulation and adaptability (Koenig,
2011). As Ali (2012) stated “a good leader must have: ETHOS, PATHOS and
LOGOS?” a) Ethos-leadership moral character and ability to persuade and to in-
spire, b) Pathos—leadership ability to touch feelings and to move people emo-
tionally, c) Logos—leadership ability to give solid reasons for his actions to move
people intellectually [5]. Leaders should have the following competence—ability
to communicate vision and mission, ability to set goals, motivate people, team
building—Ileading change, conflict management and coaching [6]. All the com-

petence and skills mentioned above a crucial for the organization, leaders, man-
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agers and employees. Therefore, organization should create learning organiza-
tion to motivate and inspire other to growth and focus on improvement.

It is important for all leaders including lower management should understand
what the theory of leadership is and which styles is good for them to use. In ad-
dition, to lead require certain skills and competency. What is leadership skills
and why this is very important? Leadership skills refer to tools, behaviors and
capabilities to motivate, direct ad drive other to achieve organization goals and
employees’ own success. Besides leadership skills, management, interpersonal

and intrapersonal skills are also important for leaders, s and lower

management to organize to adapt and to communicate wi

2.2. Management Functions

tivate staff and inspiring
jectives. Controlling is re
gets or objective

According to

Operation manag

ers and allocating staff to specific task and organizing a ma-

terial

agement strategy, Leading deal with investigating and implementing
ew technglogies and inspiring employees to adopts the new technology to in-
se productivity, and Controlling deal with establishing a monitoring system
for $taff controlling and comparing the level of productivities previous year”. (2)
Human Resources Management roles consist of; Planning for future to reach
organization objectives, coordinating human resources, allocating financial re-
sources to implement organization strategies, monitoring and develop programs
and training.

According to Karam Pal, Harbhajan Bansal (2019) and Robbins and Coulter,
(2012: 34-35), there are three levels of management such as; a “top management”
job is set down goals, policies and plans for the organization successes. A “mid-
dle management—implement the policies and plans framed by the top manage-
ment.” Their functions are “to interpret the policies set out by top management
and lower management—they assist the middle management to implement poli-
cies under the supervision of the top and middle management” [8] [9].

There are many ways to improve management skills. Armstrong and Taylor

(2017) suggested several formal approach to enhance management competen-
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cies such 1) planned experience—“job rotation, job enlargement, taking part in
the project team or task group inside and outside the organization”. 2)
“Coaching—a personal coaching one to one approach will help people develop
their skills and level of competence”. 3) Monitoring—be good to “provide a
guidance, pragmatic advice and continuing support will help” individual de-
velop and learn. 4) Action learning—this method will help the manager and
individual “by exposing them to real problems, they are required to analyze
them, formulate recommendation and the take action”. 5) “Outdoor learn-

ing—getting the team to participate and to carry out physigg ities so that

through e-learning” and 8)
self-managed learning progra
and agreed as a learning
opment adviser” [10]. F
advise that to improve
“global Mindse
markets” [11].

(Business dictionary, 2019), defines “interpersonal skills as the set of abilities
bling a person to interact positively and work effectively with others.” Vi-
ja shmi (2016) explained that an interpersonal skill is something that is re-
lated to talents or ability that helps individuals to go alone or to socialize with
other people. A person that has such character is considered as a sociable person,
easy going person, able to work alone and well with different people with differ-
ent characters and cultures. It is important to enhance the soft skills because the
nature of today’s business or job highly need or demands employee creativity,
confidence, assertiveness and team building skills [12]. Bedwell, Fiora and Salas
(2014) suggested that to be good in interpersonal skills individual need to have;
1) communication skills such as a) active listener—“Paying close attention to
what is being said; asking other party to explain exact meaning; requesting repe-
tition of ambiguous ideas or statements” example: “Listening with empathy and
sympathy; listening for understanding”, b) Clear communication—"Sending
verbal messages constructively” example—Enunciating; expressing clearly;

communicating emotion; interpersonal communication”; 2) be able to express
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ideas and feelings—Directly expressing feelings, preferences, needs, opinions
that are not threatening; punishing “example—Proposing ideas; social assertive-
ness; defense of rights; directive; asserting”; 3) should have “relation-
ship-building skills” such as: a) good in Cooperation—“working in groups,
teams; offering help; pacing activities to team needs”, example—“Adaptability;
shared situational awareness; performance monitoring/feedback; interpersonal

relations; communication; decision making; cohesion; group problem solving;

being team player”, b) Self-Confidence—“Individual’s faith/belief in integrity or

ing to synthesize best i
ple-—“Conflict-handling
promising; problem solvi

tural negotiationgmediation,

ability and willing to cope with issues such as uncertain, rapidly changing condi-

tion on the job, changing environment, new industrial revolution and be able to
responding effectively to emergency situation and “Self-Management or
self-development—refers to “ability to work remotely, self-motivating, work
alone, self-monitoring as well as be able to obtain a new information, skills and
knowledge related to the work.”

Vijayalakshmi (2016; pg 2860) said that, today every organization demands
personnel’s to have “creativity, confidence, assertiveness and team building
skills”, [15]. Vijayalakshmi further suggested that, training is needed to enhance
“intrapersonal skills as it is the necessary foundation for acquiring leadership
skills”. Training should focus on how employees handling their internal prob-
lems because “what goes on inside the mind of a person is the intrapersonal skill

which affects the person’s interaction with the outside world”.

DOI: 10.4236/0jbm.2020.82030

497 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2020.82030

E. M. da Silva

2.5. Conceptual Framework

N

/S
;B

/
/

I
]

I INTERPERSONAL
|| SKILLS

Feedbacks

The conceptua ork above was developed based on the literature re-
ofetical

views as well as the

unity ang’citizen as whole.

ummary of the Literature Reviews

Most the literature review focuses on the study topics in terms of organizational
leadership, management leadership, interpersonal skills and intrapersonal skills.
The literature is divided into four categories such as: 1) Organizational Leader-
ship—defined as processes and outcome of the workers commitment towards
organization development and achievement. It also highlighted the three impor-
tance clusters of organizational leadership such as administrative forms, leader-
ship forms and organizational leadership. These clusters are considered as im-
portant skills that should be applied in any organization top, middle and lower
management. In addition, any organizations need 21* century skills to deal with
emerging issues or problems. The skills that consider important for leaders to
have are cognitive skills, interpersonal skills and intrapersonal skills. 2) Man-
agement Functions—refers to planning, organizing, leading and controlling.

These four aspects are considered as important skills to help organization to
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achieve its goals or objective. Therefore, it is strong suggests and recommended
for leaders—top, middle and lower management to understand the importance
of management because without this, organization cannot implement organiza-
tion policies or plan. In addition, it is also paramount for the organization to
continue enhance this competency. There are many ways to improve manage-
ment skills such as job rotation, personal coaching, exposing managers and staff
to real problem solving, outdoor learning activities and using performance
management to provide feedback. 3) Interpersonal Skills—classified as one of

the important skills for every employees and it is pre-requisite eryone—top,

go alone in any situation or be able to sociable.

have the following skills a) active listening, b)

d mixed method research. The structured questionnaires were
ine top, middle and lower management their understanding and
xXperiencejon organizational leadership, management functions, intrapersonal
interpersonal skills. The questionnaires were distributed to 35 participants
at t0p, middle and lower management. The Six participants were interviewed
based on purposive sampling plan.

On the qualitative analysis the researcher used coding analysis where three
coders were selected to read and analysis the interview results and find the
common themes. The researcher also created summaries of the interviews re-
sults to help coders to determine the basic theme based on the conceptual

framework.

3.2. Target Population

The target population was full time employees of the Civil Service Commission
of Timor-Leste. Thirty five (35) people were selected to response to the struc-
tured questionnaires. The questionnaires were distributed to the participant and
most of the questionnaires we focus on the four variable organizational leader-

ship, management functions, interpersonal skills and intrapersonal skills. Most
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of the thirty five (35) participants are full time employees that currently working
at the Civil Service Commission of Timor-Leste. Most of them were from top,

middle and lower management.

3.3. Research Instrument

The two instruments were used to collect the data which was structured ques-
tionnaires that comprised 26 questions and open-ended questions. The survey
questionnaire was designed in English and Tetum (mother tongue or local lan-

guage). The questions consist of two parts. Firstly demograp d general in-

The quantitative data was analyzed usi i isti6§ to measure

means and standard deviation. For the validi bjectivéicongruence (I0C)

congruent, 0: uncertain/unglear and —1: incongg¥lent. The result of each question
should be consistent and [@qual or acceptable to or above 0.66. The outcome of
reviews shows that the qu

analysis using Genbach’s

e data, interviews were conducted with six people in order to
rent conditions of the Civil Service Commission in terms of the
rganizatignial leadership, management functions; interpersonal and intraper-

1 skills as well as proposed improvement plan to the four elements.

4. Data Analysis and Research Findings

The demographic data illustrated that most of the participants were from lower
management, middle management and top management (20%). Around (51.4%)
was from lower management, (28.6%) was from middle management. Around
17.1% of employees have working with the organization for 10 years. In addi-
tion, around 11.4% some of the employees have been working with the organiza-
tion for 9 years and 19 years. However around 2.9% have been working with or-
ganization for less than 3 years. The descriptive statistics for the four variables

can be seen in Tables 1-4.

4.1. Descriptive Statistics for Four Variables

4.1.1. Organizational Leadership
The statistic table above indicated the three levels of management top, middle

DOI: 10.4236/0jbm.2020.82030

500 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2020.82030

E. M. da Silva

Table 1. Mean and standard deviation on the organizational leadership.

Organizational Leadership statement
I have clear understanding of my organization goals and vision.

I have an ability to give direction to my team to accomplish organization goals.

I have an ability to create innovation by creating more effective ideas to improve the existing mechanism.

I have ability to set up goals or objective to reach organizational vision that been set.
I have the ability to maintain accountability in all circumstances.

I have ability to generate new ideas by creating a procedure that organization can use to implement
organization plan and strategies.

I have capacity to align team with organization vision and goals in order to make it happen.
I have ability to translate vision into reality.

Total mean score and Std Deviation for OL.

N Mean SD Rating
35 3.457  0.5606  Agreed
35 3.400 0.6945 Agreed
35 3.371 0.5470 Agreed
35 3314 04710  Agreed
35 3314  0.5298  Agreed

Agreed

Agreed

Agreed

Agreed

Table 2. Proposed improvement plans to enhance organizational leadership.

Objectives How Period
Ability to translate To help leaders and employees to actively 6-12
vision into reality participate in the effort to translate their vision d by others-followers. Go months

into a reality through specific action such as
“plans, programs, budgets procedures”

Ability to maintain To make the deliberate decision to lead #
accountability understand about their core obligations a
able to demonstrate responsibility to tackle
problems and to build relationships

Ability to align team  Seeks to bring out the sha

with organization

mission and goals

Ability to creativity and
innovation

members and align the

see if we are making progress

nd focuses on 4c¢’s which is clarity,  6-12
connect, collaboration and closed out months

s of team Make sure that middle and “lower management are 6-12

aware of the organization’s envisioned future (Vision) months

ization
“Review all actions that are not in alignment with the ~ Continued/..
mission” and core purpose

oductivity Change attitudes about Yes-Men and Conformity, 6-12
Create a climate for discussion and disagreement to months
come with new idea as and suggestion for change

and lower management have their perception and experience on what is organi-
zational leadership. Most of them agreed that they do have competence and
skills of setting up strategies, planning, giving direction and have innovative
ideas to enhance the existing mechanism.

The results have shown that the first lowest mean was 3.086 which refers to
ability to translate vision into reality, follow by the second lowest was 3.23.refers
to ability to maintain accountability and the third lowest mean was 3.286 where
mostly refers to their ability to align team with organization vision and goals in
order to make it happen as well as their ability to generate a new ideas by creat-
ing a procedure that organization can use to implement organization plan and
strategies. Despite they have the ability but the results show that, around 48.6%
were agreeing to have capacity building from 6 to 12 months. Therefore, the fol-

lowing improvement plans are proposed for consideration such can be seen in
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Table 3. Mean and standard deviation on the management functions

Table 2.

4.1.2. Management Functions
Table 3 illustrated the findings.

The table described the level of understanding of the individual from top,
middle and lower management on the management functions. The first highest
mean was 3.429 and SD was.5576 which underlined the individual understand-
ing on what is directing employee to reach organization objective. The second
highest mean was 3.371 and SD was 0.5983 which indicated that, 35 participants

respectively. These data indicated their level of

ganization, planning, and controlling. Even th

the researcher proposed improve
Table 4.

Management Functions Statement

N Mean SD Rating

I do understand that directing refers to guidance, supervision, mo
performance their duties that been assigned to them in order to get

I do understand that planning re
of the organization.

I do understand that coordinating refers how to involve other aspect off

1 taff t
g P oyee or stat o 35 3429 05576  Agreed
or objective.

anagenfent such as line
ieve organization goals or 35 3.371 0.5983 Agreed

35 3.314 0.5298 Agreed

35 3.229 0.5983 Agreed

to develop structure and allocate resource for Agreed
35 3.17 0.453 .
Continued/..

35 3.320 0.5219 Agreed

Objectives How How to measures Period
Ability to understang Improve ability to communicate vision effectively Sell-reflection tools and team leader feedback 6 - 12
what is planning months

Ability to understanding to measuring progress, making efficient use of resources, Measure actual performance, compare results 6 - 12

what is controlling improving employee motivation and ensuring order &  with objectives and standards and take months
discipline necessary action

Ability to understanding Increase the effectiveness of organization, improve Continue monitoring and evaluation plan, 6-12

what is organizing ability to give a right “direction to the team to achieve  continue identify problems and develop months
organization objectives” alternative strategies Continued/..
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4.1.3. Interpersonal Skills
Table 5 illustrated the findings.

The table measures the level of understanding of the 35 participants’ their own
ability to work with other, to communicate and to solving problems. The first
highest mean was 3.600 and SD was 0.5531 which illustrated that most of the
participants are willing to work as team to finish the tasks. The second highest
mean was 3.543 and SD was 0.5606 which indicated that they have ability to
communicate with other co-workers. The third mean was 3.14 followed by 3.229

which indicated that they are able to interact and have systematic way to solve

tion as can be seen in Table 6.

4.1.4. Intrapersonal Skills
Table 7 illustrated the findings.

Table 5. Mean and standard deviation on interpersonal skills.

Interpersonal Skills Statement \ N Mean SD Rating

Practically I like to promote team work to finish the assignment or work giving! 35 3.600 0.5531 agreed

I have good or strong communication skills to communicate with so-workers or eople. 35 3.543 0.5606 agreed

I have ability to interact with other people with different backgroun 35 3.314 0.5298 Agreed

I have systematic approach to problem solving. 35 3.229 0.5470 Agreed

Total mean score and SD for interpersonal skill, 35 3.400 0.5766 Agreed

Table 6. Proposed improvement pl

Objectives How How to measures Period

Ability to interact with I unicate vision ~ Use self-reflection tools and team leaders’ feedback 6-12

other people months

Ability for problem thg sources of problems and Active listening, analysis, identify the cause, creativity, 6-12

solving lution Communicate your ideas and plan, evaluate the plan and come months
up with alternative ways of problem solving. Continue/..

Tabl¢7. eviation on the intrapersonal skills.

Intrapersonal N Mean SD Quality rating

i::ll{ erll ;}:;;S':;n person that willing to welcome new ideas or suggestion to improve my 35 3571 0.5576 agreed

I am self-confidence person’s that always belief or trust in my ability. 35 3.429 0.6547 agreed

I have self-motivation doing “what needs to be done to reach organization goals”. 35 3.371 0.5983 Agreed

I have self-discipline to control myself. 35 3.371 0.5983 Agreed

I have self-discipline to motivate myself. 35 3.343 0.5913 Agreed

Total score mean and SD for intrapersonal skills. 35 3.417 0.6000 Agreed
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The table illustrates the individual level of understanding on intrapersonal
skills that shape their character to be able to be an open minded person,
self-confidence, discipline and self-motivation. The data shows that, the first
highest mean was 3.571 and SD was 0.5576 which shows that they are
open-minded persons that willing to welcome new ideas to improve their work
and themselves. The second highest mean was 3.429 and SD was 0.6547 indi-
cated that they have self-awareness in terms of individual self-confidence and
always believing in their ability. The results also indicated some of the lowest

means which was 3.343 and SD was 0.5913 follow by meag and SD was

culture, environment, and gender equality

Responding to the questions, the first responder from the “top management”
said that “firstly as country that emerged from the conflict and in the past, not

everyone got a degree and it really affected the Civil Service Commission and

Table 8. Propo rovement plans to enhance Intrapersonal skills.

Objectives How How to measures Period

Ability to self-disciplines  Improve self-acknowledgement of individual own Use sell-reflection tools and team leader 6-12
weaknesses and create a clean plan in order to “achieve feedback and change your perception on months
personal career goals” “willpower” Continued/..

Ability to self-confidence, To help the individual to “experience success in a Individual can measure their self-confidence 6 - 12

motivate and control variety of situations” —how high they value themselves and how ~ months

willing they are to face their fears
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at the time there were no tough criteria. Secondly, in the past the government
does not have a regulation to regulate the civil service. Therefore, the previous
situation still has the impact on the current employees performance but the gov-
ernment continues to invest in them by providing a training to enhance the civil
servant competency and skills to enable them to carry out their day-to-day du-
ties. However, challenges still remain for leaders such as corruption, no continu-
ity of the government policy and changes of the government have the impact on
the leadership special top, middle and lower management”.

The second responder from the “top management” sha e view that,

lems especially links to t
sion need to have a speci long-life training—intensively for di-

Service Commission has training center

he third responder from the “middle management” has raised some con-
cern§ faced by the Civil Service Commission of Timor-Leste and said that “as
political intervention, lack of leadership, management and individual skills (soft
Skills) such as communication and self-motivation to do their task, lack of
budget for training purpose and when the civil service do recruitment and inter-
view, they do not elaborate a tough questions to the candidates. Example many
questions mostly focus on laws and regulations of the Civil Service Commission
as well as who is the leaders of Timor-Leste and so on. If we compared with oth-
er agency when they do their interview they don’t focus on such questions but
they do focus on questions that related to how he or she solves the problems?
How she or she can work as team? What is your knowledge in the human re-
sources or things that related to the fields that he or she applies? We have to ex-
plore their leadership skills, management skills, inter and intra personal skills.
We have to know their attitude towards works, culture and environment. We

have to know their analytical skills. So we need to change and improve to get
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talent people in the job. In addition, people or public still complain with the civil
servant service”.

The fourth responder from the “top management” said that “there are chal-
lenges that need leaders and management team to focus on such as how to set
standards and values that we believe in. Another challenge is that we still have
political intervention in terms of meritocracy. We are lucky that our law says

that political appointees or political portfolio should just give political policy and

directions at the public service level. Politician in our system is multiparty go-

kgrounds, recommendation so that the leader can make a

at is correct and so inform decision is what people talk about™.

The six gesponder from the “middle management” argued that “the challenges
at,, many people or public opinion about the civil service in Timor-Leste as
far gs I hear and I know it’s very bad, people complaining when they go to insti-
tutions to get a letter, there sending back for money, and today they asking to
send money letter, and tomorrow another money. There is no clear indication of
whatever you need to issue a paper to give information like half and half. Then
the way how public servants delivering the service especially in their perception
this is also not the best way because people complaining that we set a window
and then they are not really welcomed. And there not explain clearly how to get
potential output that everyone wants to get. So, at this stage I think it’s really bad
but I hope the institution will make it better”.

2) Efforts continue to tackles the challenges or problems facing such as:
capacity building continues to enhance, leadership, management and in-
ter-intra personal skills, reviews some of the law and regulation, try to es-
tablish service delivery unit in each ministries, apply 40 hours of training
for employees in all levels—top, middle and lower management, try to im-
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prove HR system, try to apply merit system, do the public administration
reforms, review the evaluation performance—should be base by merit or
result

Responding to the challenges mentioned above and based on the results inter-
views the six participants said that the current government is planning of doing
the following action:

Firstly, the 2R-Top Management said that “at the moment government is
doing the public administration reforms and we hope that this reform will con-

tinue, take place and also the reform could encompass al sjectives that

¢ development in many developing countries” [17]. There-
axena, suggest to the “governments must work with the people to
uild anticjpative capacity, inventive government and foster an innovative so-
in order to create emergent solutions to the complex challenges that the so-
ciety’may face in future”. Furthermore, Saxena (2013) given an example a com-
mon issues and challenges associated with public service reforms such as:
“Merit-based recruitment”—Saxena (2013) summarized that, “up to the 19
century”, there was extensive nepotism, favoritism, and political patronage at-
tached with the staffing and recruitment of public servants, which was often re-
ferred to as a “spoils system”. These kinds of characteristics still exist till now in
some of the developing countries around the world. As state functions and the
number of public servants started increasing rapidly and many developed coun-
tries, such as UK, New Zealand, and Australia are trying to make reforms to
make them more efficient and outcome focused. These countries, though not
many others, have aimed to make their bureaucracy have the following characte-
ristics: a) “it is merit-based and politically neutral”, b) “it is well-structured”,
“right-sized”, and “well-paid”, c) “it is accountable, professional, and generally

free of corruption”, d) “it is relatively autonomous, responsive, and representa-
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tive”, and e) “it is well-trained, performance-oriented, and relatively open”.

Even though, the “career civil servants in these developed countries are now
generally recruited on merit”, however, “spoils’ system continued for short term
postings”. She also highlights that, not all countries do merit-based recruitment.

The 2R-Top Management also added that “the government will establish ser-
vice delivery units in each ministry to control the flow of professional services as
well as helping each ministry to respond quickly to people demands. Currently
the government prepares the new regulations to establish this system. A Service

Delivery Unit is not something new. It been existed over the

who help the line ministries achi

leadership deems—mission crit

capital projects, election
example improve health a

According toKohli and

this officialpwill feel more comfortable and being transparent to carry out their
ies. At the same time, leaders need to know that they are receiving an honest
pic
nership—means that Delivery units are an active partner to other units of gov-

e of what’s happening “on the frontline” from the delivery unit. ¢) Part-

ernment, not an overseer or disciplinarian. They facilitate, problem solve, and
clear obstacles so that project implementers can succeed and receive positive
recognition and d) Communication—means that Delivery unit members should
be able to listen well and ask thoughtful questions that inspire implementing of-
ficials to develop solutions to their problems. They should be diplomatic and
communicate helpfulness, rather than order things are done. They also should
be able to summarize their analysis and observations succinctly for the most se-
nior government leaders.

Kohli and Moody (2016) also highlighted some questions that delivery unit
will ask the government a fundamental question throughout the planning and
implementation process. The questions can be as follows: a) What exactly are we

trying to achieve? b) Where are we now? c) What actions are we going to take to
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accomplish this? d) Why do we think this will work? e) How will we measure if
it is working? f) What progress has been made? g) What is getting in the way? h)
What support do we need? And i) what needs to change in order to succeed?

In addition, Kohli and Moody (2016) also shared their views and gave some
recommendations to the government on what the delivery units need to do as
follows: 1) Clarity of mission—refers “the specific role of the delivery unit
should be clear. The mission should be reflected in the number and types of in-
itiatives it measures, its operational design, its staff, and the tools it uses”. 2)

“Limited number of priorities—it means that a delivery uni d have a fo-

particular division or department”. 5)

that staff should be high-performing

°r, a ‘representative’ model can be created in which each

inistry) has a designated contact point who is trained in delivery

mance of key government policies, provide a forum for coordination, and give a
clear signal that government is holding ministers and senior staff to account for
delivering the government’s key priorities.”

Timor-Leste government’s initiative to establish a Service Delivery Unit con-
sidered as positive and innovative ways or step to enhance good services to the
public and response to public demand. There are many examples that Ti-
mor-Leste can learn from such as from Australia, Indonesia, Singapore, Brazil
and others. The example above will guide the government of Timor-Leste to
have a better plan before established the set Unit.

Secondly, the 1R-Top Management highlighted that “the government will re-
view the annual evaluation performance. All evaluation should be based on re-
sults and merit. Every year the director general, directors evaluate their staff al-

ways say muitobom or very good but they did not evaluate based on results or
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merit. We need to also see the evaluation performance. We need to review this
because all evaluation should base on how well people execute the job or work
results. Many scholars and researchers revealed that, many organization and
company are trying to make a radically changed the way they measured, eva-
luate, and recognize employee performance” [20].

As cited by 2017 Human Capital Trends: A Government Perspective that, to
meet the modern needs of employees, Performance Management of the future
should be real-time, ongoing, and blended between formal and informal regular

“check-ins”. This will help managers and leaders see, recog ad fuel per-

praisal”, (Tachee Kim, Marc Holzer, 2014)

“making decisions on pay increases, pr

ard individual goals”. 3) “Measurable—meaning should use

document accomplishments wherever possible”. 4) “Re-

control personal behavior but not situation”. 6) “Accurate—meaning should be
specific and correct about incidents, dates” etc. 7) “Timely—meaning should
focus on what happened during the appraisal period”. 8) “Behavioral—meaning
should focus on what happened, not on perceptions or thoughts” and 9) “Com-
plete—meaning should draw conclusions only when supported by sufficient
factual examples” [23].

Further to that, D. Pulakos (2004) commented that, it is essential for the or-
ganization to align performance management system with organizational culture
need and the systems and it should “integration with other human resource
management systems”. The important function of performance management is
for “decision-making and employee development” [24].

Thirdly, the 1R-Top Management commented that “the government is con-

tinued to use its policy to train those that entry into public servant to enhance
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their ability and skills to service the public better. Based on the law, all the ser-
vice servants are entitling for 40 hours intensive training to improve their skills
and knowledge’s. One of the interviewee suggested that, training should goes to
all levels such as, department level, director level, administer level and the gov-
ernment level. She also advised to do that; first thing we have to do is to identify
what are the skills, challenge. Once we identify the challenge of this skill we will
be able to create packages of training and education to address these challenges.
In addition she also commented that the government has to promote fairness

development training to all levels from cleaners, security a ior level and

lower management as w
abroad”.

ixthly the 3R-Middle management added that “the government will continue
to improve HR system; try to fix the Human Resources Information Manage-
ment System”. So in the future they cannot see any more death employee’s name
in the system. This failure has cost the government a lot of many to pay those
that are already dead. So in future no more so call “funsionario mate kla-
mar”—dead Civil Servants (literally translated). The government is reminding
works or employee to work with honesty and integrity. It says that, in the future
more people want to become a civil servant but it’s not what we actually want to
achieve, what we want to achieve is actually provided a “good civil services and
to meet the needs of the public. The interviewee also suggested that to the policy
makers such as leaders and management team to informs all employees to switch
their mentality that as public servant our duties is serve the public, and we

should deliver efficient service to resolve issues for the public service. The inter-
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viewee also emphasized why we call public service—because we are here to serve
so we should make sure that the public efficient service and what we should
know the role and regulations that applies to the positions that we have. Be a
helpful person rather than an authoritative person and were not here to exercise
power were here to be helpful”.

To cope with today’s world complexity, leadership needs to have an adequate
knowledge and skills beyond traditional technic to understand and be able to
solve issues related to organization and the employees. It is important to have
caliber leader or so called advance problems solvers and le ithin their

achieve the target or objective, [25].
3) Leadership, management functions, i ill§¥afid intraper-
sonal skills are critical to the organizati i ance and im-
prove intensively
Based on the results interviewee i ici ere agreed that, inter-

“I think these are personal talents that naturally
e important this here is people or person is re-
ills in order to help them perform well in their job, as it is

ional leadership; you have the leadership in the day to day work.”

e four point’s leadership, management, interpersonal skills and intraper-
sonal skills are important in a group, in a family and in the society. Life itself is
management so organizations need management skills, organization skills, in-
terpersonal and intrapersonal skills. Those are the very basic skills that every-
body needs to have not only in professional level but also at private level,” said
R5-middle management.

They also agreed that “it is important for organization, leaders and managers
to provide a capacity development such as in house training to enhance leaders
and employee’s competence and skills,” said interviewees from the top and mid-
dle management.

4) Summary of findings

Table 9 presents a brief overview of the key findings of this study including
for the four cluster organizational leadership, management functions, interper-

sonal skills and intrapersonal skills.
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Table 9. Summaries of findings.

Variables Actual Results Key findings

Organizational Leadership Shows that top, middle and lowers management The overall mean was 3.30 and the standard deviation
demonstrated their level of understanding on the was 0.5774 and found that the 35 participants are agreed
organizational leadership and have ability to give direction that they have clear understanding on the organization
and align team with organization vision and be able to goals, vision and mission as well as be able to give
generate ideas. direction to their team to reach organization goals.

Management Functions

Interpersonal Skills

Intrapersonal Skills

The results shows that the three level of management—top, The overall mean was 3.320 and the standard deviation
middle and management have a clear understanding on was 0.5219 which found that, the 35 participants from

what is management functions are (planning, organizing,  top, middle and lower managemen

coordinating and directing). As example they understand
how to coordinate with other relevant ministries and line
division to work together to achieve organization goals or
plan.

The results illustrated that most of the participants from
—top, middle and lower management agreed that they are
happy to work as team to finish the tasks given to them. On
the other hand it also shows that in general leader, middle
and subordinates have ability to communicate or interacting
with other co-workers.

The descriptive statistics shows that the 35 participa
an open minded attitude to welcome new ideas or

suggestion to improve their work. They also have nts are agreed they are open-minded person,

self-confidence and motivation and always belief -confidence and motivation.

their level of their ability.

t, they have an ability to understand the four variables as reflected in the
and standard deviation of the four variables: the organizational leadership
mean was 3.30 and the S.D was 0.5774; the mean of management functions was
3.320 and the S.D was 0.5219; the mean of interpersonal skills was 3.400 and the
S.D was 0.5766; the mean of intrapersonal skills was 3.417 and the S.D was
0.6000.

However, despite their level of understanding, the thirty five participants were
agreed to have a capacity building at least 6 - 12 months to enhance their com-
petence and skills in four areas, as this will help them to provide a better service
to the community.

Proposed improvement plans are suggested to the institution to enhance the
four variables. The studied also provided suggestion to the government and in-
stitution to continue its efforts to tackle all the challenges by providing a capacity
building to the employees, review the law and regulation, establish service deli-

very unit in each ministries, apply 40 hours of training for employees in all le-
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vels, improve HR system, try to apply merit system, public administration re-

forms, review the evaluation performance that should be on merit or result.

5.1. Recommendations

To the Government, Civil Service Commission and Individual

The study shows that, leadership, management, inter and intrapersonal skills are
important clusters for the organization accomplishment. Study also indicates
that, most of the participants seek to enhance four competency and skills for at

least 6 - 12 months. Therefore, it is recommended firstly to, inue to provide

to tackle the challenges o

to enhance, leadership, m

For the F
rther st

dy can be carried out and focus on the development and implemen-

f the proposed improvement plan to enhance organizational leadership,
agement functions, interpersonal skills and intrapersonal skills. In addition,
considering the importance of the subject the future researcher can also expand
research study with other government institutions focuses on the four elements
or can be specific targeting the individual elements (organizational leadership,

management functions, interpersonal skills and intrapersonal skills).
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