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The:r.e was a significant difference in the

prioritisation of the competencies between attorneys

practising in different sized organisations. A need

for training in eight competencies which would be

classified as business skills and interpersonal/

communication characteristics was identified. There

was more consensus amongst attorneys on the importance

of the identified competencies than on the need for

training in the competencies.

The identified competencies and the perceived need for

training in certain competencies can be used as a

basis for the education and training and development

of practising attorneys and prospective attorneys in

order to enhance their effectiveness as legal

practitioners.
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A B S T RAe T

In order to provide an effective legal service, all
attorney must, inter alia, be an effective manager and
service provider. Competencies are characteristics
that are causally related to effective performance.
The study investigated the managerial and service
compet.encd.es which attorneys require to perform
effectively. In addition, the perceived training
needs of attorneys in the identified competencies were
investigated.

The competencies were initially identified by means of
a literature review and interviews with senior members
of the legal profession. The thirty-one competencies
so identified formed the basis for a questionnaire
which was administered to practising attorneys. The
85 respondents rated the importance of the
competencies and determined the need for training in
these competencies.

The survey revealed that twenty~nine competencies were
considered important for effective management and
service provision. The competencies were ranked in
order of importance.



MANAGERIAL AND
SERVICE COMPETENCIES

OF ATTORNEYS

Jeffrey Martin Cresswell

A research report submitted to the

Facul ty of Managemen t, [lniversi ty of

the Witwatersrand, in partial fulfilment

of the requirements for the degree of

Master of Management

March 1995



10

D. the course content of the obligatory practical

legal training courS8S run by the provincial

law societies;

E. performance appraisal criteria for attorneys;

F. criteria for selection and :t'ecruitment of

attorneys and candidate attorneys

G. whether individual attorneys have a need for

training in these cornpet.anr'Les in order to

fa.cilitate the personal growth and development

of attorneys.

Each of the abot E:: elements can contribute towards

improving the effectiveness of attorneys and the

pzovd adon of legal services by enhancing the managerial

and service competence of attorneys.

The second objective of the research WaS to establish

whether there was a peroeived need amongst attorneys for

training in the identified competencies. Madden (1991c/

p , 769) is of I'the opinion chat; the profession itself and

the academic institutions involved in legal education

have a joint responsibility towards training because

they both have a commonobjective which should be lito

render a more effective legal service to the community. II
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and better service providers than they currently are. An
improvement in the management of a practice and the
provision of legal services by that practice, must
result in a more effective legal practice. The fOl:egoi11g
provides compelling reasons for the primary objective of
the resear(;h which was: the identification of those
managerial and service competencies which will enable
attorneys to provide an eff.ective and relevant legal
service.

It. was anticipated that once these competencies have
been identified, they could be used as input for
establishing:

A. training courses for existing and prospective
attorneys whether provided in-house in legal
firms, or whether provided by the Continuing
Legal Education department of the Association
of Law societies;

B. the content of legal education at un:Lversities
and technikons (if the recommendat:Lons
referred to in pGlragraph 1.:1. above are
accepted). Madden (199:Lb) believes that
practice management shtmld be a core subject
in the education of an attorney;

C. the curricula of the vocational training
school of the As~ociation of Law Societies;
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1.1.3 Ser'vice Industry

Attorneys operate in the service industry Hand

increasingly, there is a realisation that the issue

of the quality of service is also relevant"

(Association of LaWSocieties, 1994, p . 19). The

monopoly which attorneys hord over certain legal

services is under threat from institutions such as

banks and from other professions, most notably the

accounting profession. The only defence attorneys

have against these threats is that they are more

competent than others at pJ::'oviding these serv:i,cesI

e.g. conveyancing. This competence differential must

be maintained and continually improved upon as a

competitive arivantage. Attorneys must focus on

providing a service of the highest quality which is

effective and efficient, yet which is still

affordable.

The need to identify competencies as part of a process

of improving the effectiveness of attorneys as manage:rs

and service providers gave rise to the objectives of the

research which are discussed next.

1.2 Objectives of the Researc~

The threats and challenges facing attorneys are manyand

varied. Attorneys will be able to more easily deal with

those throats and ohallenges if they are bette:r managers
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managementI financial management and self management

is more likely to make a suocess of applying

prinoiple to pract Lce ". In other words a graduate

with more app~opriate skills for the modern business

environment should practice more effeotively.

1.1.2 Legal ~radtice Costs

The poor economic conditions and high inflation which

South Africa has experienced in the recent past, has

resulted in a continuous escalation in the costs of

running a legal practice. Coupled with this I many

once lucrative areas of practice such as

conveyancing, have dwindled in size and

profitability. The problem of the inaccessibility of

the law and legal assistance to the ordinary citizen

j.n increasingly becoming more acute because of

spiralling increases .i.n legal fees. Hutchinson

(1994, p.29) stat,es that lithe professions in any

event operate at a cost level beyond the means of

most of the people who need those services II •

Effecti ve and efficient management practices can and

should curtail costs, which in turn could Lead to

more affordable and therefore more accessible legal

sezvd.cea.
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and competencies required of legal practitiol"lers to
practice effectively, now, and/ or in the future.
According to Madden (19910, p . 768) some professions
have enjoyed an infusion (1f modern business practices,
but "by contrast the South African legal profession has
chosen a lonely and parochial road ..." It is t:lssential
that attorneys manage their practices tLS effc;:LJtiV'elyand
as efficient~y as possible for the follo',/ingreasons:

1.1.1 Legal Practice Management

It makes good business sense as a legal practice is
after all a business. Sound business skills are
therefore essential for effective practice
management. The large majority of. attorneys are
either one-man practitioners or practice in small
partnerships and have to manage their praotices
themselves. If the recommendations of the
Association of: !.Jawsocieties (1994:) referred to above
are accepted, the number of paralegals in attorney's
practices will probably increase and attorneys will
have to Imanage more staff and more resources.
Attorneys in large practices, many of which have
multi-million rand turnovers, require substantial
managt;lrial expertise to manage these businesses.
Madden (l.9$11a., p. 616) contends that a graduate
Itarmed with the principlt'ls of human resources
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competition. But, they also emphasise the point that
South Africa needs attorneys with more appropriate
skills. This research is directed at identifying those
skills in relation to the attorney Is roles of manager
and service provider.

From the above, it can be seen that there is need for
the legal profession in South Africa to scrutinise
carefully the content of legal education and training in
order to provide more effective/ more affordable and
more relevant legal services to the comrnu.nityit serves.

The recent changes in the requirements for admission to
the profession and the recommendations of the
Associat.ion of Law Societies (1994) referred to above,
show that the legal profession in general, is in a state
of flux. Attorneys, in particularl are facing enormous
challenges and threats. ~rhe legal profession is
inherently conservative, and Madden (1991a) believes
that attorneys have a high resistance to change which
can be att:r:ibutedto their academic training where there
is a heavy emphasis on the precedent system. The legal
prof.ession mUSt adapt and respond to the challenges and
threats it faces in order to survive.

A review of the literature revealed that no research has
been conducted into the managerial and service skills
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that the attorneys' traditional style of
practice is coming under threat."

Madden (1991a, p. 617)

The Access Conference of the Association of L,EtW

Societies referred to above resulted in several
recommendations aimed at providing more relevant and
more affordable legal services without; detracting from
the quality and standard of legal services.

These recommendations were based on the notion that the
solution to the problem of unequal access to justice lay
in producing more lawyers "with more appropriate s~~ills"
(Association of Law Societies, 1994, p.4) and that "the
prevailing view at the moment is that universities and
the professiono should share the responsibility to train
future lawyers for practice". (Association of Law
Societies, 1994, h.11).

The recommendations of the Association of Law Societies
(1994) spf~cif'icallydealt with paralegals and a ladder
system of legal education which woul.d allow graduates
with lesser qualifications to practice in circumscribed
areas of the law. These recommendations in t.hemaeLves
pose a threat to attorneys, in that if implemented, many
traditional areas of practice which are currently
reserved exclusively for attorneys, will attract intense
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scale (those who are able to afford legal

services or who are funded through

employment or otherwise) and those at the

lower end of the scale who qualify for legal

aid, are capable of receiving legal

assistance. The total of these two gl:."OUPS

amounts to some 10 % of those who need legal

services. The vast majority of people

therefore have difficulty or total inability

in affording legal services and therefore

have little or no access to justice'l
(Hutchinson, 1994, pp. 9 ~ 10)

This means that attorneys are failing to provide an

appropriate legal service to the broader South African

community. Attorneys can begin to address this problem

by managing their practices more effectively and by

providing a more accessible legal sezvi.ce , in a more

cost effective manner. The identification of managerial

and service competencies will greatly assist attorneys

to manage their practices in a way which is more in

keeping with modern trends. This is necessary for

according to Madden (1991a):

iI~7ith such fundamental differences between

the way attorneys practice and the rest of

the commercial world it is hardly SUrprising
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namely those of manager and service provider. This
research set out to Ldenci fy the competencies required
of attorneys to perform those roles effectively. The
research would thereby contribute towards both improving
legal training education and improving the effectiveness
of the provision of legal services by attorneys, to the
South African community.

The identification of these competencies will provide a
model for establishing what constitutes effective and/or
superior performance in the job of an ,~ttorney and is
therefore a prerequisite for the effective development
of attorneys. The lack of adequatie Ly trained attorneys
restricts the abillty of the South African legal system
and its component institutions to provide justice :for
all the people of south Africa.

The legal profession in South Africa faces a credibility
crisis for the simple reason that it is :farremoved from

I

many South Africans. The large majority of South
Africans are denied access to the services offered by
the legal profession and therefore to justice because of
the structural economic, social and political
inequalities of South Africa. According to Hut(?hinson
(1994) :

II It has been estimated that only a small
percentage of people a~ the top end of the
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CHAPTER ONE - INTRODUCTION

1.1 Backg:r.:.,IUdto The Research Problem

Professor Mauro Cappelletti, professor of International

Legal Studies at Stanford University, d~]j"ered the

opening address at the Access Conference of the

Association of Law societies of the Republic of South

Africa ("Association of LawSocieties") held in Pr·toria

in October 1991. He stated the following:

"Law is not only, and I would say not even

principally I norm and doct.rIne I it comprises

the processes, the actors, the institutions

which create and operate the legal system.

Thus I legal educat.Lon has to focus on such

processes, actors and institutions I and to

evaluate c:ritically their act:Lon in view of

the basic ideals of oue time: freedom and

equality"

(Cappelletti, 1991, p. 18)

The aim of the research was to discover the managerial

and service competencies that one of the principal

actors involved in the law I the attorney, requires in

order to be effective. In doing so it was necessary to

consider the content of practical and formal legal

education and two important roles of the attorney,
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development and use of many new technologies. This in
turn, led to the employment of large numbers of people
in factories and the utilisation of huge quantities of
raw materials and other resources. These resources had
to be managed. According to stoner &: Freeman (1992) I

the need to oovoxdd.natie all these elements gave rise
to the systematic approach to management. A number of
management theories have developed over the course of
time and the more important theories and their
significance for this research is discussed below.

2.5.1 Classical or Traditional Management Theory

The first of these is known as classical or
traditional management theory. (For ease of reference
the term ~classical management theory I will be used in
this chapter). Classical management theory sought to
create frameworks for describing what managers should
do. One of the earliest and most significant attempts
at doing so is found in the theory of scientific
management which is generally attributed to Frederick
Taylor. According to Stoner & Freeman (1992) this
theory arose in part from the need to increase
productivity by raising the ef.ficiency of workers. In
essence, scientif~c management is «the systematic
analysis and breakdown of \\Iork into i.ts smallest
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responsibilities or both, depends to a large extent,
on its managers." It is suggested that the crisis in
the legal profession evidenced by the lack. of acceaa
to justice for the majority of South Africans must in
part be due to the failure of the legal profession to
develop effective managers thereby failing to develop
its managerial capacity. The cbvious remedy is to
develop effective managers. competencies are widely
used as a basis for training and developing. The
identification of managerial and service competencies
will then assist in developing effective managers in
the legal profession.

2.5 Management Theory
In orn.er to underst.and the managerial role of: an
attorney it is neceaaaxy to first understand what
managers in general do or are required to do. Although
people have managed and been managed in various social
groupings for oenturies, it is only in the recent past
that mank.ind has sought to de-velop theories of
management. A theory cal. be defined as a "cohezent;
group of assumptions put forth to explain the
relationship between two or more observable facts"
(Stoner & Freeman, 1992, p.28).

The importance of management to soc:l.etygrew out of
the In:'t,ustrialRevolution which resulted in the
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been on the manner in which attorneys practise. The
manner in which attorneys managed their practices was
all but ignored in the trail'lingand development of
attorneys. If the distinction is made attorneys will
have to identify those Skills that will enable them to
manage their practices effectively. This research set
out to do that very thing.

It is crucial for attorneys to provide an effective
service and to manage effectively in order to meet the
needs of their clients. Human (1991) states that:

"It is the funotion of management in a
society to take charge of organisations as
instruments by which the full range of
individual and social needs of all the
members of sooiety axe satisfied. The
success or failure in the ability of a
society to satisfy these needs is largely
dependant upon its managerial capacity,
and consequently its ability to develop
effective managers."

(Human, 1991, p.276)

This idea is supported by stoner & Freeman (1992, p.6)
who believe that
achieves its

"how successfully an organisation
objectives, satisfies social
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challenge of doing more with less. Attorneys are not

~xempt from these requirements and strategic

challenges. This means that the individual managerial

and service skills that are required by attorneys for

the future may be different from those required in the

past. This notion is supported by Sayles (1993, p.24S)

who believes that all managers must be flexible and

open to new learning as "what was good practice or

worked yesterday may t.urn out to be flawed today".

For these z'eanons I the research concentrated on the

managerial and service competencies required of

attorneys to practice effectively in the future,

2.4 The Attorney as Manager

A rapidly changing environment which is a feature of

modern business. This feature not only requires of

attorneys that they reconsider the nature of the

organisations in which they operate, but also that

they reconsider the skills base which up till now they

have considered to be s~fficient to manage their

practices. Madden (1991b) believes that attorneys must

learn to distinguish the manner in which they practise

from the manner in which they ma.nage their practices.

This is an important dist'inction Which has not been

made by attorneys in' the past. The failUre to make

this distinction has detrimentally affected legal

education and practice because the emphasis has always
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attorney as manager therefore, is to ensure that
his/her organisation serves its basic purpose which is
the efficient provision of legal services to its
clients.

In South Africa, an attorney can practice or conduct
business in anyone of three organisational forms:

A. for his/her own account in a one-man
practice; or

B. together with other attorneys in a
partnership (limited to 20 partners) ;
or

C. together with other attorneys in a
corporation (more than 20 attorneys) .

For many years ~he typical legal organisation has been
a partnership but according to Madden (1991b) this
must change in the future. No modern organisation can
dont~nue operating in the same manner it did in the
past. All organisations will have to adapt in some way
to the rapidly changing and turbulent environment in
which they operate. Ka11t.er(1989) observes that the
dominant business paradigm is changing and that
organisations of the future will have to be more
flexible and will require a very different set:.of
individual skills in order Lu meet otrategic
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possible the requirements of continuity and
predictability.

Cascio (1986) contends that all organisations in
society have the following six common characteristics:

"Every organisation is composed of
people, '" who perform specialised tasks,

that are co-ordinated.. ... to enhance
the value or utility,
service, that is

of some good or
wanted by and

provided to a set of customers or
Clients."

(Cascio, 1986, p.8)

This description can be accurately applied to any
attorney's practice whatever the size. A legal
~ractioe is composed of people who perform specialised
tasks that are do-ordinated to enhance the value of a
legal service tha~ is wanted by and provided to
clients. The theory relating to the management of
organisations and the theory relating to managers in
organisations is therefore relevant to this study. The
primary objective of a manager, according to Mintzberg
(1973), is to ensure that his/h organisation serves
its basic purpose which is the efl~cient production of
goods and services. '1'hepr:l.ma:r.yobjective of the
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attorneys have developed and which they utilise to
provide legal services to the community.

2.3 Organisat~ons and Legal Practice
As societies have developed and become more complex,
so have the wants and needs of those societies.
Concurrently, the methods of satisfying those wants
and needs have also become more complex. According to
Cascio (1986), needs and wants cannot .be satisfied
randomly or haphazardly rather, continuity and
predictability are essential requirements for the
delivery of goods and services as means of satisfying
needs and wants. !n cho modern world continuity and
predictability are made possible by organisations.

Mintzberg (1989) describes modern society as a society
of organisations, for the reason that whatever happens
in society today tends to happen mostly in the context
of organisations I from birth in hospitals to burial
from funeral parlours.

Owing to the complexities of modern society, the
attorneys profession is also required to provide
continuity and predictability in the delivery of legal
services. In the process of doing so, attorneys too
have reso;!;'ttlu.to che use of organisations to make
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character of attorneys had begun to take shape :i.n
England by the 15th century. For many years the
typical attorney practised on his own with the
assistance only of a clerk. Through the years, the
legal system has developed and the modern attorney is
very different from the Dickens I type of solicitor of
the nineteenth century. Today's attorney can in many
respects be classified as a businessman with a profit
motive operating in a business oriented environment.

Despite these changes, the fUnction and purpose of the
legal profession has remained constant. Lewis (1982)
states that:

"The legal profession is a necessary
instrument of order a·,"l. civilisation and
it is essential not only that everyone Who
seeks to practice law should be
appropriately qualified, but also that in
the conduct of their practice, the
qualified should fulfil the duties and
observe the restraints which the mores of
the community impose on them."

(Lewis, 1982, p.2)

The pressures the modern business world has, however,
affected the institutions and organisations which
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CHAPTER TWO - LITERATURE REVIEW

2.1 Introduction
This chapter sets out the theory base which is
relevant to this research and which suppoxt.s the
findings of the research. Firstly, the nature of
organisations in which attorneys practice is
discussed. The two important roles of manager and
service provider mentioned earlier will then be
canvassed. The role of manager is discussed in
);'elationto the theory of management and managers in
modern organisations. 'rhe empirical approach to
management in the form of the identification of
competencies as developed by Boyatzis (1981) is then
set out in detail. Thereafter, the attorney's role of
service provider in the context of service industry
management is discussed. Lastly, the application of
competencies in the training and development of
attorneys will be considered.

2.2 The Legal profession
The legal profession is a very old profession, having
its roots in the ancient world. The South African
legal system has its origins in Roman law, Roman-Dutch
law and English law. Consequently, the profession of

,
an attorney has developed and been transformed over
time. According to Sampson (1983), the :r;.,x'ufessional
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changing. The attorney f s roles of manager and service

provider have received very little attention in the

education and development of attorneys in the legal

profession. The identification of managerial and

service competencies will not only draw attention to

these roles f but will also assist the attorney in

performing these roles more effectively.

The next chapter contains a review of the literature

and a discussion of the theory applicable to this

research.
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of the research results. This proposition could be

tested in later research.

All the responses were from attorneys operating in an

urban environment and any attempt to generalise the

findings of the research to attorneys operating in rural

areas without qUalification, must be cautioned against.

The aim of this research was to identify those

competencies which an attorney requires to manage his

practice I which is hiS/her business I effectively. In

addition, there is a growing realisation that attorneys

are providing a service and that principles of service

industry management apply to the management of an

attorney's practice. For these reasons, only managerial

and services competencies were identified, although it

is acknowledged that there may be other relevant

competencies. As no research has been conducted into

managerial and service competencies reqUired of South

African attorneys, this can be regarded as exploratory

research.

1.4 Conclusion

The attorney is a key actor in the operation of the

South African legal system and will continue to

perform a key role even though the legal system is
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1.3 Limitations of the Research
It must be stressed that the identification of
managerial and service competencies is merely the first
step towards improving the management of legal practices
and the provision of legal services. It is merely the
g:t'oundwork for laying a foundation upon which the
profession as a whole can build. It can therefore be
regarded as preparatory research.

The legal system in South Africa is extremely complex
and beset by many problems, many of which are a direct
result of this country's recent past. There are many
factors which affect the provision of legal services and
the management of a legal practice. The research only
focused on the attorney and the individual competencies
which he/she requires to manage effectively and provide
an effective legal service. The scope of the research
precluded an investigation into other factors ar-dtheir
effect on a legal practice, although their significanCe
is recognised.

The quot;asample was drawn from attorneys in the Gauteng
area only. This area is the most densely populated
province in South Africa and has the largest number of
attorneys. There may be differences in competencies
required of attorneys practising elsewhere in South
Africa and this factor will affect the generalisability
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to the job of an attorney, is extremely useful in
clarifying the role dilemma experienced by attorneys.
Madden (1991b) believes that attorneys have this
di.lemma because a legal practice is a business where
the same people occupy the positions of owner, manager
and worker simultaneously.

The research focused primarily on the role of the
attorney as manager and sought to bring clarification
to that role by identifying the competencies which
attorneys require to perform that role effectively. It

also focused on the role of the attorney as a perscn
providing a service. An understanding of these roles
is, as stated above, an important consideration in the
job competency approach to management, which is the
approach followed in the research.

2.7 Job Competenr.yApproach
2.7.1 Origin
The development of the job competency approach to
management is generally accredited to David McLelland
following research in which he sought to identify
variables which "could predict job performance and were
not biased" . (Spencer & Spencer 1993, p , :3 )

McLelland's motivation for his research followed a
review of studies showing that traditional apt.itude
tests and schOOl grades did not predict job performance.
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TABLE 1 : MINTZBERG'S MANAGERIAL ROLES
~--------~-----------------------------~----------~

1) INTERPERSONAL
Figurehead: This refers to routine,

ceremonial, social or legalfunctions of the manager.
Selecting, motivating, deve-
loping and giving instruc-tions.

Leader:

Liaison:
2) IN'F'ORMA'I'10NAIJ

Maintains a necwozkimport~nt contacts.

Monitor: Keeping up to date on deve-lopments, both inside and
outside the organisation and
understanding the organiSa-tion and its environment.
Provides information to out-
siders regarding the work ofthe organisation.
Organising information afterinterpreting and integra,ting
that in.formation.

Spokesman:

Disseminator:

3) PECIS:r.ONAL
Searchi.ng the environment
and continuallY innovatingchange in the organisation.

Disturbance handler: Handling conflict and people
problems.

Entrepreneur:

ResouX'c€!allocator: Allocating X'esoUX'CeS
Negotiator: Enters into negotiations on

organisation's behalf.

Mintzberg (1973) suggested that these roles were
common to all manageX's and on that basis it is
pX'oposed that these role definitions can be applied to
attorneys. The application of these role definit:i.ons

of
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Studies of a similar nature were carried out by
Mintzberg (1973) who criticised the classical
management school on the basis that :i.tfailed to
describe what managers actually do. In response to
this peroeived failing Mintzberg (1973) focused on the
work content and work activity of managers.
(1973) believed that there was a great

Mintzberg
deal of

misunderstanding about managers which he referred to
as managerial myths. The only way to dispel these
myths was by studying the manager at work. Mintzberg
(1973) closely scrutinised the work activity of 5
senior exeoutLvee and identified ten different roles
which managers could assume at different times..These
roles are set out in Table 1. A ~role' is defined by
Mintzberg (1973, p.54) as Han organised set of
behaviours belonging to an identifiable office or
position. Xndividual persOl'1alit.ymay affect.how a role
is performed, not that it is performedH, This latter
observation is an important consideration in the
ccmpecenoy approach to management. It is important to
identify the :I:'olesof the attorney in managing his/her
practice in order to understand the nature of the
managerial work an attorney performs,
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have been developed by these theorists, the most well-
known being the path-goal theoryI the Hersey and
Blanchard model and the Vroom M Yetton model. (The
scope of this literature review precludes a discussion
of.these theories). YukI (1989) believes that although
the situational theories do provide some insights into
the reasons for leadership effectivenesst they all
have some conceptual weaknesses that limit their
utility. :However, these theories emphasise that
situational factors such as the environment cannot be
ignored and must be considered when examining
leadership effectivel'less. It is recognised that
situational factors are. important va:z:.';I,ablesbut they
were not taken into account in this :t:esearch.They
could be considered in future research.

The third app-roach to leadership is found in the
behavioural approach to leadership. The behavioural
approach, in essence, looked at a leaderIs behaviour
from two aspects, namely, task or production
orientation and relationship or people orientation.
This approa.ch glll.verise to what YukI (1989, p ,89)
describes as 'universal theories' of effectlve leader
behaviour whioh postulate that the same style of
leadership is optimal in all situations.
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p.202). However, according to Yukl (1989), more recent
studies of leader tra.its have been more produotive as
more relevant traits were included, better measures of
traits were used, traits patterns were examined and
longitudinal research was used. Mintzberg (1973) in an
earlier work shared the belief that the fault of the
early trait. approach to leadership lies in the
pa:"cictllar traits the researchers chose to measure.
Jro;r this reason, Mintzberg (1973, p .194) contended
th~"lt:;lithe difficulty in isolating and measuring
general managerial t:.raitsshould not stop our search
for personal characteristics that lead some people to
succeed and others to fail in a wide variety of
managerial jobs." The more recent studies referred to
by Yukl (1989) revealed that "some personality traits
fotl.ndto be relevant for effectilJ'eness include self~
confidence, emotional stability, energy level,
initiative, stress tolerance, and lack of
defensiveness," (Yukl, 1989, p.202.) These findings
are particularly l:elevant fol.~the identification of
managerial and service competencies of attorneys.

A further approach to leadership is found in the
situational t:.heoriesof leaderShip. Th~ae theories are
based on the belief that chez-e is a relationship
between situational variables and leader be!aviour and
e.ffectiveness. Various situational leadership models
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and CUlture" (Yukl, 1989, p.5). If you compare this

definition to Mintzberg's (1973) definition of

managers as people formally in charge of organisations

or eub-und.ts of orge.nisations, the overlap is

apparent. Many of the activities mentioned in Yukl' s

(1989) description of leadership are equally

appzopz'Lace for a definition of management. Yukl

(1989) uses the terms ~managelT\ent'and "Laadez ahd.p'

interchangeably. A definition or explanation of

either term will often contain a reference to the

other. sayles (1993), for example, believes that the

essence of management is work leadership. Mintzberg

(19'73) believes that leadership skills, which he

defines as the ability to deal with sub')rdinates and

to motivate and train them, should be taught to

managers. It is therefore necessary to consider the

more important approache~ to leadership, as it appears

to be an impol:·tant aspect of management.

One of the earliest attempts at discovering what

constitutes effective leadershi~ is found in the trait

approach. This app%oachWa~based on the premise that

certain people arc bc~n leaders and possess

characteristics or traitS not possessed by other.s. The

early trait studies were inconclusive as "individual

traits failed to correlate in a strong and consistent

manner with leadel.~ship effectiveness" (Yukl, 1989,
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2.5.2.2 Behavioural Sciences Approach
In recent years a popular approach to management
developed through the influence of the behavioural or
social sciences. Mintzberg (1973) described this
approach as not So much focusing on the job of
managing but rather focusing on the man in the job by
seeking to discover what set of personality traits or
managerial styles lead a manager to effective
performance. The behavioural science approach is
therefore relevant to this research.

One of the major preocc;:upationIs of this behavioural
sciences approach to management was the attempt to
distinguish effective management from effective
leadership. There is considerable disagreement about
the difference between leadership and management.
Yukl (1989) believes that the essential distinction
between managers and leaders is that leaders influence
commitment whereas managers merely carry out position
responsibilities and exercise authority.

However I there appears to be a great deal of overlap
between leadership and management. Leadership can be
described as "including influence processes involving
determination of the groupls or organisation's
objectives, moti'ltatingtask behaviour in pursuit of
these objectives, and influencing group maintenance
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Conversely, according to Anderson (1992), humanistic

theory attempted to balance the needs of the

individual with the goals of the organisation but was

accused of sacrificing organisational bottom line

results for the sake of human values such as employee

morale, quality of work life, mutual trust and

productivity based on the internal. motivation of

workers. In addition stoner and Freeman (J.992)

ma:i.ntain that attempts at improving productivity by

simply improving working conditions and employee

satisfaction were not as successful as expected as

these matters were more complex than originally

thought.

Barker (1992) commented that the humanistic approach

to management focused on inter-personal aspects and

therefore provides minimal clues for identifying

specific competencies required by managers. However,

it is submitted that the human relations movement drew

attention to the importance of people-management

sldlls as essential skills for any manager, including

the attorney, and this aspect alone haS important

implications for identifying managerial competencies.
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2.5.2.1 HumanRelations Movement

Following' the Hawthorne experiments conducted by the

indtlstrial psychologist Elton Mayo, i11 Chicago in the

1920' s at Western Electric Company, the human

relations or humanistic theory of management gained

prominence. 'l'he human relation,s movement attempted to

discover the sociological and psychological factors

that affected human relations in organisations and how

these facto:t's impacted on the effectiveness of

organisations.

According to Cascio (1986) these theories emphasised

motivation and group morale as the organisation was

seen as a social system in contrast to Taylor's view

of the organisa.tion as a technical economic system.

stoner and Freeman (1992) believe that the human

J:'elations approach highlighted the importance of a

manager's style which revolutionised management

training and led to more attention being focused on

teaching people-management skills and less on teaching'

technical skills. Managers also began focusing on

group dynamics, group processes and group rewards.

This movement was crit:i.cised by Cascio (1986, p,42)

for manipulating workers to achieve short term goals

"rather than for the long term goal of satisfying

worker needs while meeting organisational needs".
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classical management theory as not really describing
what managers do but rather telling managers what they
should do. According to stoner and Freeman (1992), the
main contributions of classical management theory
were in recognising the concept that management skills
apply to all types of group activity and that certain
identHiable principles underlie effective managerial
behaviour. 'i.'hesetwo concepts underpin this research.

2.5.2 Behavioural School
The behavioural school arose from the need to deal
with the critioi$ms levelled against the classical
management school. Coupled with thisl scientific
management approaches had also not achieved the levels
of productivity and efficiency they had sought to
achieve. Stoner and Freeman (1992) believe that the
behavioural school arOSe from the efforts of several
theorists who tried to strengthen classical
organisation theory with the insights of sociology and
psychology in an effort to help managers deal more
effectively with the people Aide of their
organisations.
have led to

The effortl:;of the behavioural school
the development of two distinct

approaches to management:

- The human relations movement; and
- The behavioural sciences approach.
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satisfaction and the social neeJ.s of workers as a
group and failed to consider the tensions created when
those needs were frustrated. These considerations are
equally important today and any manager ignores them
at his/her peril.

Classical management theory described the manager's
chief responsibility as the emphasis of productivity
and efficiency. Little attention was paid to the
management of people. The other leg of classical
management theory, which Stoner and Freeman (1992)
refer to as classical organisation theory, grew out of
the need to find models for managing the emergent
complex organisations such as factories.

In 1916, Henry Fayol, regarded as the founder of the
classical management school, identified five elements
of managing: "planning, organioing, commanding, co-
ordinating and controlling" (Koontz &: Weihrich, 1988,
p.33). These five elements are still used extensively
today to describe the tasks of managers and the nature
of management. stoner &: Freeman (1992, p.6) I for
example I define management as "the process of
planning, organis.ix;gI leading and controlling the
efforts of organisation members and using all other
organisational resources to achieve stated
organisational goals". Mintzberg (1971) criticised
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mechanical elements and rearranging them into their

most efficient combination". (Cascio, 1986, p.38).

The many contributions of scientific management; such

as improved productivit.y, job design and efficiency

techniques are still with us today. Every legal firm

has benefi.ted from these advancements, yet every

modern manager , including the attorney, must strive

for fUrther improvements in these areas.

:Productivity, efficiency, job design and work

organisation are important concerns for every manager

and service provider and hence they require skills to

deal effectively with these issues. Stoner and

Freeman (1992) believe that scientific management

theory fostered a rational approach to solving

organisational problems and laid the groundwork for

the professionalisation of management.

Scientific management has, however, been criticised

for ignoring the human and social aspects of work.

Cascio (1986) maintains that this shortcoming has led

to rigidly controJ.1ed environments in organisations

with distinct hierarchies and formal relationships I

with a heavy emphasis on rules. This description can

still be applied to many legal practices. Furthermore,

Stoner and Frueman (19~2) maintain that the scientific

management model overlooked the human desire for job
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?'. 7.'/ Generic competencies
In the research referred to in paragraph 2.7.3 Boyatds
(1982) identified 19 competencies that had been shown to
lead to effective performance by managers. Thesl~ 19
competencies had cons i.at.entLy distingt;.ished superior
managers in different organisations and in different
functions I These competencies were grouped into five
dis~inct clusters:

The Goal and Action Management Cluster
Efficiency orientation
Pro-activity
Diagnostic U::JP. of concepts
Concern with impact

The Human Resource Cluster
Use of social.:l.sedpower
Positive regard
Managing group processes
Accurate self-assessment

The Leadership Cluster
Self-confidence
Use of oral presentations
Logical thought
Conceptualisation
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This distinction was used in the rese~rch in the
identification of competencies.
therefore excluded in the
competencies.

Technical sld.lls were
identifications of

2.7.G Future Orientation
Accor-ding to Woodruffe (1993) competencies must be
oriented to the future and must not be a mechanism for
cloning the past and one must not rely on the preaerit

and past to define competencies. Considering the
comments by Madden (1991a, p. 616) that attorneys have
IIa tendency to look to the past for guidance" which
"results in legal practices having a high degree of
:i,nertia", the future o:t'iellJ:atiol'lin defin.ing
competencies was emphasised in this res~arch.
Spangenberg (1.9.90)SUl,. 'iorts the view that competencies
are not static, but must be adapted to meet the changing
demands of the environment and where the environment and
t;he demands of the job change, aspects of the
competenoies and the way in which they are used, will
have to change. For these reasons the competencies which
the study sought to ident:I.:Ey,focused on the
competencies which an attorney requires for effective
performance in the next five years.
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the development of attorneys. Legal education in South
Africa is primar:Lly aimed at imparting knowledge and
understanding of the law. Emphasis is placed on general
principles of specific areas of the law such as general
principles of contract. Procedural aspects of criminal
and civil law are also studied. The practical legal
training schools provide training in teohnical aspects
of legal procedures suoh as the drafting of court
pleadings and drafting of oontrraocs. These skills are
of a 1::echnic(3.1nature and according to Pattison and Boer
(1993), most of a professional attorney1s training deals
with the technical aspects of his/her job. Th~se can be
regarded as technical skills.

According to Woodruffe (J.993) calling these technical
skills Icompetetlce1sl:

IIis Uk,ely only to muddl.e the
definition of a competency again, and
it seems better to use a separate
label. These technical skills and
abilities apply particularly to those
jobs with a professional component,
for example, the job of a solicitor.II

(Woodruffe, 1993, p.30)
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Boyatzis (1982) made a further distinction regarding

competencies by distinguishing a threshold competency

from other competencies. A threshold competency was

described by Boyatzis (1982) as a personfs generic

knowledge, motive I trait I self ~imageI social role or

skill which is essential to performing a job, but is not

causally related to superior job performance. Woodruffe

(1993) criticised this distinction on the basis that it

could result in over-simplification with certain

competencies being desoribed as more important than

others, leading to the emphasis on performance

competencies at the expense of threshold compecenoa.ea.

Woodruffe (:1.993) also believes that this distinotion

seems to be mer= a matter of degree rather than of

category. Spencer & Spencer (1993) use predictive job

performance criteria to divide oompetencies into two

categories: threshold and differentiating competencies.

ThreShold competencies are desoribed as "easent i.a),

characterist~cs (usually knowledge or basic skills ... )

that evezyone i11 a job neeJs to be mir~imally effective

but:. that do not distinguish superic)r from average

performers", (Spencer s.: Spencer 1993, p , 15) I whereas

differ.entiating competencies distingui~lh superior from

average performers. It is suggested that the

distinotion between threshold and other competencies is

valid EO:I::l,;h~Job o.c em clt;!.:Ql;'!ley and the:t.·efol·afor this

researoh because 0); thu emphasis on teohnical aspeots in
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(1993) definitions oomplement each other and were used
in this researoh for the sake of uniformity.

2.7.5 Distinotions in Competencies
Boyatzis (1982) further distinguished oompetencies into
types and levels of competenoies. Types of oompetenoies
refer to the actual behaviours. Levels of competency
oan exist in individuals at three psychologioal levels:

~ the unconscious level, which refers to motives
and traits;

~ the oonscious level, whioh refers to self-image;
and

- the behavioural level, which refers to skills.

Although cognisance was taken of this important
distinction, the scope of t.he research p:t'eoluded the
distinction to be pursued in the identifioation of
competencies. However, when the identified competencies
are used for training and development purposes I this
distinction must be made. In particular, levels of
competenoy are an important consideration when designing
training programmes and When considering appropriate
methods of training.
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'l'he job competency apprr .ias gained in popularity and

acceptance in recent years, although problems have

arisen because of a failure to understand precisely what

is meant by a competency. Woodruffe (1993) in an effort

to bring clarity to the issue, referred to Boyatzis 1

(1982) definition and defined a competency in the

following terms:

IIA, competency is the set of behaviour

patterns that the incumbent needs to

bring to a position in order to perform

its tasks and functions with

oompetence."

(Woodruffe, 1993, p. 29)

J"ob competence is definod by Dubois (1993, p. 9) as "an

110yee's capacity to meet (or exceed) a job's

requireme11ts by producing the j(,b ot.~tputs at an expected

level of quality withj.n. I.e constraints of. the

organisation 1 s internal and external environments" .

This is consistent w:l.th the above de.finition of job

competency.

Bo7tatzis (1982) had warned that inacouracies and

problems could emerge if t.he term 1 competency 1 was not

clearly understood. The Bayatzis (1982) and Woodruffe
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A person's attitudes, values or self"image.
(Spencer & Spencer 1993 p. 10)
Information a person has in specific content
areas. (spencer & Spencer 1993 p. 10)

The ability to perform a certain physical or
mental task. (Spencer & Spencer 1993 p.l1)

'1'heexpanded notion of "self-doncept' is described in.
Table :2 rather than the narrower concept of "self-
image' .

Spencer & Spencer (1993, p , 1:2) comment that "motive,
trait and self-concept competencies pre:dict skill
behavaour actions which in turn predict job performance
outcome". This is known as the causaJ. flow model which
is shown in Figure 2.

FIGURE :2: CAUSA!., FLOW MODEL

ACTt.ON OUTcmME

,---::_~,_S__O_:_:L_ER_I_S_T._IC_S---,4~_J_ -> 1,---l?E_R_F_:_~C_]]_' __,

Motive skill
Trait
SeJ.f-concept
Knowledge

Source: Spencer & Spencer (1993, p. 12)
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"A job competency is an underlying
characteristic of a person in that it may be
a motive, trait, skill, aspect of ol1e's
self~image or social will, or a body of
knowledge which he/she USes. The existence
and possession of these characteristics may
or not be known to the person. In this
sense, the characteristics may be
unconscious aspects of the person. Because
job competencies are underlying
charactel-istics, they can be said to be
generic. A generic characteristic may be
apparent in many forms of behaviour, or a
wide variety of different actions."

(Boyatzis, 1982, p. 21)

The competency charaot,eristics referred to in the above
definition are defined in Table 2.

TAELE 2: COMPETENCY q.d:ARACTERISTICS

MOTIVES: The things a person consistently thinks
about or wants that: causes aotions.
(Spencer & Spenoer 1993 p. 9)

TRAITS: -. Physical characteristics and consistent
responses to situations or. information.
(Spencer & Spencer 1993 p . 10)

.
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precedes and leads to effective and/or
superior performance in that jebll, and
"in addition to the theoretical
prediction as to the causal relationship
between a characteristic anc job
performance, an em~irical relationship
between the characteri$Jtics as an
Independent variable and job performance
as a dependant variable should exist. II

(Boyatzis, 1982, p. 23)

According to Spencer & Spencer (1993, p. 9) causally
related means that a competency causes or predicts
behaviour and perfol~ance. The above propositions form
the basis of this research. Therefore, to ensure
effective performance, it is first neceasazy to identify
those characteristics that are related to effective
performance as the possession of the characteristics
precedes and leads to effective performal'ldein the job
of an attorney.

~.7.4 Definition of Competencies
J:n order to identify a competency, one first needs to
understand exactly what is meant by a competency.
Boyatzis (1982) formulated the following definition and
aXplanation of a job competency:
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FIGURE 1: A MODEL FOR EFFECTIVE JOB PERFORMANCE

A MODEL FOR EFFECTIVE JOB PERFORMANCE

The
jobls

demands
The
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competencies

Effective
specific

actions or
behaviour
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Furthermore,
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SQurce Bcyatzis. 1982. n.13

these individual compet.encd.es

"Characteristics that c.;tusallyare
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performance in a jobll,

the
and II

of oharacteristic

were
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2.7.3 CfoQ_Competency and Mc:magement

This job competency approach was applied to managerial

jobs by Boyatzis in the early 19701 s when he, togethel:'

with his colleagues (the most notable of whomwas David

McLelland) at McBer & Compa.ny,a ma.nagementconsultancy,

conducted extensive research on managerial competencies.

These studies were ba.sed on the proposition that the

effective performance of a job was the a.ttainment of

specific results or outcomes reCluired by the j.ob through

specific actions. Boyatzis (1982) and his colleagues

were endeavouring to discover what enables people in

managerial jobs to demonstrate the specific actions

which led to specific results. The competency assessment

studies were conducted on 12 organisations and involved

more than 2000 people Lnvo Lved in 41 different

managerial jobs. Following these studies, Boyatzis

(1982) developed a competency model which postulates

that effective performance on a job depends on the

interaction or fit between an individual's competencies,

the job's demands and the organisational

environment, (See Figure 1).
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He wished to establish the variables which could predict
job performance which in turn led to the development of
the job competency approach to work.

2.7.2 Job Competency
The job competency approach to work, as an empirical
approach, is based on the proposition that one must look
closely at both the incumbent and the job. McLelland,
in the introduction to Spencer & Spencer (1993), states
that in the job '1ompetencyapproach analysis starts with
the person in the job and makes no prior assumptions as
to what characteristics are required to perform the job
well. This highlights the point that althnugh the focus
in.the job competency approach is on both the person and
the job,
McLelland
approach

the emphasis is on the person in the job.
further states that the job competency

emphasises criterion validity i.e. which
characteristics will cause superior performance in a job
[Spencer & Spencer (1993, p. 7)]. In this case one must
therefore start with the person in the job, namely the
attorney, in order to establish the knowledge, skills
and abilities required of attorneys to perform
effectively as managers and service providers, two
important aspects of the attorney's job.
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prbfessional services, buyers care a great deal about
who provides the service. II

The personal attributes or characteristics of an
atcorney will therefore determine the effeotiveness of
the delivery of the service.

Kotler and Armstrong, (1989) mention a fourth
characteristic, 'perishability', which refers to the
fact that a service cannot be stored. An attorney will
have to overcome this problem by'managing the demand and
supply of legal services. Specific competencies such as
time management and delegation are important in
overcoming this prbblem.

Parasuraman et al

service quality.
revealed 'Chat!

(1985) investigated the issue of
Their exploratory investigation

"A set of key di1ilCrepanciesor gaps exists
regarding execnt:.iveperceptions of service quaHty
and the tasks associated with service delivery to
consumers. These gaps can be major hurdles in
attempting to deliver a service which consumers
would perceive as being of high quality. II

(Parasuraman et al., 1980, p. 44)
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factol:'s such as the people p,1;'ovidingthe service, the

place where the service is provided, and the price of

the service. 'I'he attorney is the key person in

providing the legal service and the client's

perception of the attorney will directly effect the

client's perceptions of the quality of that legal

service. service competencies are therefore vital

for all attorneys.

2.8.2 Heterogeneitv: ~ The service can be delivered

by different people at different times or the same

people at different times and can theref(jre vary

greatly. Kotler and Armstrong (1989) refer to this

characteristic as 'variability' and point out that

the quality of the service depends 01'1 who provides

the service and when and where it is provided.

Consistency and :t:'eliability are very important

compet.encies for dealing with the characteristic of

heterogeneity.

2.8.3 !nseparahilitv: ~ This refers to the fact that

the productJ.on and consumption of the service take

place at more Or less the same time. Kotler and

Armstrong (1989, p, 578) comment that HsincEl the

client is also present as the service is produced,

proV'ider~client interaction is a special feature of

services marll:et.ing . . • in the ca~e of
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will). Pattison and Boer (1993) suggest that one of the

only competitive advantages available to legal firms

today is the delivery of a consistently high quality

servJ.ce.

MacKenzie (1991, p.2) goes further by suggesting that

"service differentiation through commitment to service

quality and a ol,:l.e11.tneed orJ.ent'.ation strategy .. , is

what is required by the legal profession for survival in

the 1990's",

!t is generally aocepted that a service has a number of

ohaz'acbez'Lacd.cs whioh differentiates it from a product.

These characteristics must be taken into account :I.nthe

management of a business, such as a legal practice,

which provides a service. Parasuraman, Zeithaml and

Berry (1985) mention t.hree well dccumerited

characteristics of services which must be acknowledged

in order to undexscand what constitutes service quality:

~.8.1 Intangibility the service cannot be

identified by any tangible evidence before it is

bought. Kotler and Armst.rong (1989) believe that

buyers will look for signs of service qt..tality to

reduce the uncertainty brought about by the

intangibility of the se~~ice. The client obtaining a

legal service will draw conclusions of quality from
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These studies all show that the job competency approach
to manaqement; enjoys widespread acceptance in South
Africa and is a useful model for enabling an attorney to
provide a more effective legal service.

The maj or advantage of the job competency approach is
that it is based on a study of the manaqez' in the job
and therefore requires the input of the incumbent.
Cockerill (1$89, p. 56) comments that in his experience
the "competency based approach to management development
has a high and demonstrable payback for the investment
it requires, is relevant to the challenges of the
present and future, is based on behaviour that managers
use and that can be clearly observed, rathGr than
sUrrounding itself in mysticism and is welcomed by
managers". This statement encapsulates the advantages
of an empirical approach to mC'lnagement.

2.8 Service Industpy Management
The attorney operates within the service industry.
Kotler and Armstrong (1989, p. 575) define a service as
"any activity or benefit that one party can offer to
another that is essentially intangible and does not
result in the ownership of anything. It IS production
mayor may not be tied to a physical product." A legal
service can be either intangible (e.g. legal advice) Or
it can produce a physical product (e.g. a contract or a
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relevance to this research as they studied competencies
which were relevant ..to consulting I which also operates
in the services industry, the industry in which
attorneys operate. Nell (l992) developed a conceptual
service compet.enod ea model which lists the following
competencies as being important service competencies:

A. Individual Competencies
Integrity
ConHdentiality
Judgement
Accountability
Objectivity

B. service Attributes
Reliability
Responsiveness
Assurance
Empathy

C. Effective Consulting - consuf t.ant,Focus
Quali ty service
Client needs
Cost effective service
Achievement of results



56

for her research questionnaire. The results of Bussin's
(1992) research showed that the same competencies were
not required to manage the different stakeholders; that
the importance of the compeuencd.eswas dependent on the
specific stakeholder; and that in order to cope with
the changing socio~political environment, management
require an array of competencies and skills.

Barker (1992) investigated the manage:dal competencies
of the clergy and the competencies genel"ated by that
study were used in this research. The research
methodology used by Barker (1992) was of particular
relevance to the present study.

Miller (1992) studied what both clients and consultants
believed constituted competencies for effective
performance in management consultancy. Nell (1992) set
out to measure the service competencies displayed in the
executive recruitment consulting and used DuleWicz's
(1989) list of supra-competencies in his study. The
general perception of Nell (1992) following his research
was that while executive recruitment consulting may
differ from other management consulting forms or
processes, generic competencies hold true across
functional boundaries. This was an area for fu:cther
research suggested by Miller (1992). The research of
both Nell (1992) and Miller (1992) is of particular
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The final list of competencies LncLuded in the

questionnaire is also set out in Table 3 for purposes of

comparison. Spencer & Spencer (1993, p. 23) point out

that "many jobs require unique combinations of

competencies used simultaneously'. Those aspects of

the job of an attorney which relate to the attorney as

manager and servd.ce provider aLao require a unique

combination of competencies. The~le lists therefore I

formed the basis for the identification of managerial

and service competencies of attorneys.

2.7. 8 south Afr:l.can Research on competencies

Generic managerial competency models have formed the

basis of numeroUs studies into competencies in the South

African context. Lapinsky (1989) used the job

competency method developed by MCBer & Company to

estab:.lsh a model of management which was relevant to

the South African context. Lapinsky'S (1989) res-?arch

produced similarities with the findings of the

international study, althc,ugh important differences did

emerge such as the ability to handle complex

socio~political change which emerged as a distinguishing

competency for the local management sample.

Bussin (19$l2) investigated t.':1e mar1agerial competencies

for managing stakeholder!;> J.n th~ retail environment and

used Dulew:l.czI s (1989) supra-competencies as the basis
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professiona.l competencies which are also set out in

Table 3. It is evident from Table 3 that there is a

great deal 0f overllp. between these lists of

competencies. Although the competencies have different

labels they often refer to the same characteristics.

Dulewicz (1989) commentsthat:

".A-fter 20 years experience of managerial

assessment and job analysis in a wide range

of organisations, I have long felt that

lists of competencies generated by different

organisations for similar levels of

management have a high degree of

commonality ."

(Dulewicz, 1989, p.57)

In Table 3, the researcher has attempted to group

competencies whi.ch have different labels but which in

the researcher r s opinion are similar. Table 3 also

contains a number of the competencies identif v:;:.~ by

Barker (1992) which was similar to the generic

competencies referred to above.
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The Directing Sub-Ordinates Cluster

Developing other8

Use of unilateral power

spontaneity

The Focus on Others Cluster

Self-control

Perceptual objectivity

stamina and adaptability

Concern with close relationships

These 19 competencies can be referred to as a generic

job competency model for managers and have been used

widely in the application of competencies to management

development. Dulewicz (1989) identified 12 independent

dimensions of managerial performance I which he called

supra-competencies. Dulewicz's (1989) list is set out in

Table 3 which contains a comparison of these supra-

competencies with Boyatzis I (1982) job competency model

for managers. Woodruffe (1993) also developed a list of

generic competencies and these too are set; out in Table

3: McBerI the management consultancy referred to above I

has continually built upon the research of Boyatzis

(1982) and has conducted further research of its own

resultinJ in further job competency models being

developed. One of these consists of IVlcBerI s (undated)
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CHAPTER THREE " RESEARCH AIMS AND PROPOSITIONS

3,1 Introduction
The overall intention of the study was to contribute
towa'1Cdthe improvement of t.hemanagerial effectiveness
ofl and provision of services bYI individual
attorneys. The job competency approach Was considered
an effective means of identifying the characteristics
which would enable attorneys to be more effective
managers and service providers. 'I'hischapter discusses
the aims and research propositions which were
formulated for r.heresearch.

3.2 In8ntification of competencies
The research primarily set out to identify the
managerial and servd.ce competencies of attorneys by
establishing the types of oompetencies required by
attorneys for effective managerial performanoe and for
the pz'ovd.ad.onof a high quality service. In other
words the research set out to develop a job competency
model in respect of the atcozney I s roles of manager
and servioe provider.

3.3 Itl1portanceof Competencies
The competencies identified would be prioritised by
determining their relative importance to attorneys.



72

business requires that they be good service providers.

The job competency approach is a useful method of

approaching these roles in that it will establish what

characteristics skills or behaviours the attorney

require.s to perform the tasks and functions of the roles

of manager and service provider with competence. The

ubiquity of the job competency approach was illustrated

by reference to its application to other humanresources

development initiatives. Finally the legal training of

prospective attorneys was discussed and job compecency

approach was considered to be a useful way of improving

the training and development of attorneys.
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FrCltnthe above, it is clear that until very recently

the training and educat i.on which an attorney received

concentrated on technical skills and knowledge.

Madden (1991a, p , 616) comments that "candidate

attorneys emerging from articles may be out.at andd.nq at

drafting, litigation and negotiation but fail

miserably in the business of law. " It is only

recently that the importance of management as a vital

element of legal training has been recognised. This

is seen in the inclusion of practice management in the

School for Legal Practice course. :However, this

course is not compulsory and therefore not all

prospective attorneys will receive this training.

There is t:'til1 not direct training in service industry

managemenc ,

The identification of managerial service competencies

of attorneys can be used in the formulation of

training programmes in respect of attorney'S

managerial and service provider roles.

2.11 Conclusion

The literature reviewed discussed the importance of

management to modern business organisations, Attorneys

are businessmen operating in organisations. One of their

important roles is to be effective managers, They also

operate within the service industry and the demands of
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'1'11.e practicaJ. legal training offered by the
Association of LaIN Societies now takes two forms:

A. A compulsory practioal legal training course of
approximately six weeks duration. The contents
of this course is set out in Appendix 1. This
course offers no management training apart fram
legal accounting.

B. An optional course of six months duration
presented at one of the Assooiation of T.Jaw
Societies' schools for legal practice. These
schools have recent:ly been established and are a
welcome addition to legal training. In 1.994 th~
Pretoria School for Legal practice became a
permanent institution of the Association of Law
Societies. This was initially the only centre
where the school was presented. During 1994,
schools for legal practice were presented in
Durban, Cape '!'ownand Johannesburg for the first
time. The syllabus of the school for Legal
Practice is set out in Appendix 2. Practice
management and administratiol! and legal
accountancy form part of the fourth module of: the
course.
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'principal', In terms of the Attorneys Act, 53 of 1979,

the articled clerk is req:J.ired to serve the period of

articles of clerkship in the office of his principal

under his direct personal supervision or under that of

an attorney who is a partner or manager of his

principal. The nature of the trainir;'J the articled clerk

receives is only prescribed in terms of general subject

matter and not dontent. There was and still is no

specific requirement for management training by the

principal. In 1977 an ad hoc committee appointed by the

Association of Law Societies to examine the whole system

of legal education recommended that "a system of

practical training for articled clerks should be

introduced with a view to supplementing the training

received from pdrlcipals which in many cases left much

to be desired" (Sampson, 1983, p.13).

Apart from practical training, the main object of

articles of clerkship is the socialisation of the

candidate attorney into the profession. The above

recommendations led to the establishment of Practical

Legal Traini.ng Schools in the various provinces in the

early 1980' s, These training schools have attempted to

provide all candidate attorneys with practj,cal legal

training. In terms of Section 11 of the Attorneys

AmendmentAct 87 of 1989 attendance of a practical legal

training course is now a, prerequisite to admission as an

attorney.



68

action progl;'ammes in South African organisatioUl';l need

to be competency based in order to be successful.

This is an important application of the competency

approach to an Lasue which is a stl;'ategic imperative

for all South African organisations.

Human (lSJ91, p.276) states that much of the thinking

on management development in south Africa is not

shaped by the needs in society but rather by :l

elitist nature of the academic activity and therefore

management education and development initi<.\tives

appear to be pushed into the futul;'e by t.raditiot'l and

historical demand :t'ather than being pulled by real

future demand. This is true of the management

educat::'on and development of attorneys too, which is

discussed next.

2.10 Legal Training

Until fairly recently I the institution of ..arti.cles of

clerkship I provided the only means of entry to the

attorneys profession. It was also the only vehicle for

practical training available to attorneys. However, the

pra.ctical training which candd.dat.e attorneys received

during article,g was unstructured and haphazard.

ll'ollow:i.ng a formal legal education obtained at a

university, a pl;'ospective attorney is l;'equired to obtain

articles with a qualified attorney, known as a
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Glaze (1989) believes that the language of competence

has made possible a more professional influence on

decisions concerning the selection, deployment and

development of managers in the work situation. MacKenzie

(1991) states that competencies which lead to success in

the job can mostly be developed throug'h skilled coaching

and proper development oppoz'tiund t i.ea . According to

Spencer &: Spencer, (1993, p.8) "the competency approach

provides a human resource method broadly applicable to

select ions I career pathing, performance appraisal and

development :I.n the years ahead".

Dubois (1993, p. 11) states that job Competence is a

complex phenomenon and that "underlying personal

characteristics that employees need for successfUl job

performance are often only minimally addressed or are

altogether i;noJ::'ed as key ccmponentis of the

performance improvement prcceas". 'l'he job competency

approach is importa.nt for imp:t:ovi~1gjob performance.

2.9.2 south African Perspective

Fischer &: Maritz (1994) be l.Leve tha.t the development

of competency models for all categories of work is in

the national interest if South Africa is to realise

the full potential of all its pnopLe, as competency is

the only fair basis of training and development

measureS across organisations, industries and

nat a.ona'lLy , Christie (1993) argues that affirmative
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others. The answers to the improvement of the services
lies with the professions. The research was Lnt.endedto
identify those competencies that would enable atcorneys
to provide a better and mora effective service.

2.9 Use of Competencies

2 . 9.1 General
The uses of competencies in the development of managers
are many and varied. Dulewicz (1989) suggests that
competencies could. be used in management selection,
performance appraisals and in-house company training and
development. Spencer & Spencer (1.993)state that in
complex jobs such as marketing, professional and
managerial jobs, competencies are relat1vely more
important in predicting superior performance t.han are
task related skills, intelligence and credentials.

Greatrex & Philips (1989) commenting On the USe of
compet.enciesat British Petroleum Company state that:

IIIn integrating the competency model, we
have also linked it with other systems I such
as training, in an informal way, that
recognises a common ground in t.errnsof
desirable behaviours."

(Greatrex & Philips, 1989, p39) __
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factors all affect the service quality determinants
referred to above. The image problem is a result of the
image "formed by the way the public perceives the
factual reality (referred to above] and the imaginary
qualities the public perceives attorneys to have, based
on personal experiences, as well as the information
volunteered by other people and news reports"
(Association of Law Societies, undated, p.3).

The surveys also showed that the public has four major
frustrat:lonsin regard to attorneys and their services:

A. attorney's service were too expensive;
B. the services rendered were not worth the fees

charged;
c. attorneys were perceived as biased; and
D. attorneys were regarded as slow and inaccurate.
It is clear from the research of MacKenzie (1991) and
the research of the Association of Law societies
(undated) that the issue of service industry management
is vital from a strategic perspective for the attorney's
profession. The profession will have to make concerted
efforts in this area to overcome the negative image of
attorneys. There is fortunately, an increasing
realisation amongst attorneys that the attorney's role
of service prov:i.deris a crucial one. HoweVer, some
attorneys are better 2.egal service providers than
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factors of image, accessibility, added val.ue,
credibility, relationship manner and responsiveness were
also identified by MacKenzie (1991) as p':rceived qual:i.ty
gaps.

King (1993) believes that legal servicel' must be
relevant to market needs and attorneys must ensUre that
interaction with clients is as close as possible.

In 1990, the Association of Law Societies conducted
marketing research I by way of three surveys, to obtain
Lrifozmatii.on which could be used to implement the most
appropriate marketing techniques to improve the image of
the profession. The marketing fUnction is an important
area for improving service industry management and has
only recently begun to occupy the minds of lawyers.

According to the Association of Law Societies (undated)
the results of the research pointed to two problems, a
pr'act.Loeidentity problem and an image problem. The
practice identity problem was seen as the factual
reality which the attorneys profe~sion presented to the
public and which comprised the service mix, the
management style I the communication style, po.l.Lcd.es and
practice, the language used, the visual impressions
created by the reception area and offices and the
appearance and behaviour of the persnnnel. These
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TABLE 4: CONTINUED

COURTESY: Politeness, respect, consideration

and friendliness of contact

personnel.

COMMUNICATION:Keeping clients Lriforrned in language they

Can understand and listening to t.hem,

'rrustworthiness, believability and

honesty. Having the client's best

interests at heart.

SECURITY: Freedom from danger I risk or doubt.

UNDERSTANDING:Making the effort to understand the

CREDIBILITY:

client's needs. Knowing the customer.

'I'ANGIBLES: Includes the physical evidence ot the

service.

(Parasuraman, et al, J..985, p. 47)

MacKenzie (1991) investigated service quality at stages

of the client-attorney relationship and identified a

number of perceived service quaLi, ty gaps between the

expected service and the delivered service. MacKenzie

(1991) found that the service factor of Iprofessional

competence I accounted for the largest service quality

gap. This underscores the need for this research into

managerial and service competencies. The service
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If an attorney possesses service competencies that
contribute toward reducing the 'gapsl referred to above,
it must enable him /her to produce an effective service.
Parasuraman et a.l (1985, p. 46) found that itregardless
of the tl~e of service, consumers used basically similar
criteria in eva Luat.i.nq service quality" and Ldent Lf Led

ten service quality determinants. These determinants of
service quality are set out in Table 4.

':::'heseservice quality determinants are crucial for
identifying which competencies will allow for the
provision of a high quality service and were used in
this research.

TABLE 4:
RELIABILITY:

~ETERMINANTS OF SERVICE QUALITY
Consistency of performance and
dependability.

RESPONSIVENESS: Willingness or readiness of
employees to provide timely
service.
Possession of the required skills
and knowledge to perform the
service.
Approachability and ease of
contract.

COMPETENCE:

ACCESS:
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4.2.8 tist of Competencies
'the data was then gualitatively analysed before
preparing a final list of competencies based on this
data and the licerature review. This final list
consisted of 31 competencies. 'these competencies and
their behavioural descriptors are set out below:

1. EFFICIENCY ORIENTATION

• A desire to find better or more efficient ways to do
things

• Develops plans for achieving goals
• organises resources efficiently and effectively,

delegating work to the appropriate staff
4J Plans priorities I assignmen.ts and the allocation of

resources
• Makes full Use of own time and resources
• Work is precise and methodical and relevant detail

is not overlooked

2. ACHIEVEMENT MOTIVATION

" Sets demanding goals for sf'lf and others and has a
desire to meet them

e Is dissatisfied with average performance

• Sees a task through to completion irrespective of
obstacles and setbacks

• Performs against a personal standard of excellence
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"What managerial and service competencies do you
think attorneys will be reqUired to have in the
next five years in order to:

a) manage their practices ef£ectivelYi and
b) provide a quality service?"

E, During the interview it was stressed that it was
necessary to adopt a future orientation when
identifying competencies. The interviewees were
asked to think of characteristics or attributes
that distinguish effective or superior performers
from others When identifying competencies.

F. Hand-written notes were taken by the interviewer
dUring the interviews.

The five interviews each lasted between one and one
and a half hours each. The hand-written notes taken at
the interviews Were rewritten shortly after the
d.nterviewswere conducted in order to avoid a loss of
data which could have resulted from the use of J~ey
\'lo:cdsand other forms of cryptic note-taking used by
the interviewer.
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subj ect of management was explained to the

interviewees in orde:r to establish credibility.

B. The following definitions of competencies were

discussed in order to estabHsh a commonbasis for

all the interviews:

"A competency is a set of behaviour patterns that

the incumbent needs to bring to a position in

order to perform its tasks and functions with

competence." (Woodruffe, 1993, p.25) i and

"Competencies are characteristics that are

causally related to effective and/or supeI'ior job

performance," (Boyatzis, 1982, p.23).

C. The environmental cont.exc in which the legal

pJ:'ofession operates was emphasised as being an

Lmpozt.ant;consideration part,icularly in the light

of the proposed changes to the structure of the

legal profession, the increased competition

threatening traditional areas of practice of

attorneys and the difficult economic conditions in

which attorneys have to operate.

1:) • The interviewees were then asked the following

question:
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As these practitioners were regarded as successful in
their chosen careers, and by implication and position,
successful managers and service providers, it was
assumed that they would be able to identify m~nagerial
and service competencies.

A methodology for conducting the five interviews was
developed following the literature review and the
interviews with Mr Swart and Mr Adcock. Prior to the
interviews the methodology was discussed with a hUman
resource practitioner who has extensive experience in
the field of competencies. A trial interview was
conducted with a legal practitioner in order to test
the proposed methodology and to assess the approximate
duration of an interview. The aim of this trial
interview and the interviews with Mr Swart and Mr
Adcock was to gain experience in the techniques of
interviewing and to facilitate the identification of
competencies.

The methodology followed dUring the intej;"ltiewswas as
follows:

A. The interviews ~ommenced with a brief
introduction explaining the background to the
re~earch problem and the aims of the research. The
:r.esearcherI s legal background and interest in the
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could be interviewed as they were considered to be
good managers and good attorneys. These two interviews
were also used to discuss the issue of managerial and
service competencies of attorneys with senior members
of the profession. The interviews were therefore
regarded as trial interviews for the five open+endad
interviews which were to follow. Both Mr Swart and Mr
Adcock expressed the view that there was a need for
research of this nature. Mr Swart I on. behalf of the
Association of Law Societies officially l0nt his
support to the research. See Appendix 3.

The interviewees were selected from the list of those
recommended by Mr Swart and Mr Adcock on the basis of
their standing in the legal profession and their
intex'est and experience in the management of legal
practices. Using the criteria of convenience and
availability, five interviews were set up. The
following legal practitioners were interviewed:

Nan""'le=--_--_---"p-.:::o""'s""i,_"t""'i""'o=n
Mr Bennett Managing Partner
Mr Butler Practice Manager
Mr King Chief Executive

Officer

Firm~ompanY
Damant Bostock Inc.
WerksmCl.nsInc.

Webber Wentzel Inc,
Mr Andl':ew
Mr Buys

Sole Practitioner Andrew Id.ster & Co.
practice Manager Blakes Inc.
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study was particularly relevant as it tested the

applicability of the generic managerial competencies

identified by Boyatzis (1981) to South Afl:ican

managers. Therefore, Boyabzds ' (1982) generic

managerial competencies together with the supra-

competencies of Dulewicz (1989), the generic

competencies of Woodruffe (1993) and the list of

professional competencies of MeBer (undated), were

used to formulate a preliminary list of competencies

which formed the basis for the interview stage. A

comparison of these competencies is set out in Table 3

on pages 52, 53 and 54.

4.2.2 Interviews

The second step consisted of five open=ended

inte~views with five senior members of the legal

profession. According to Groenewald1s (1986)

classification of data sources, this involved

obtaining data from a field source \1sing indirect

observation.

The interviewees were chosen after separately

consulting the head 0 1e Association of Law

Societies' Practical Legal Training School, Mr N Swart

and Mr M Adcock the Chairman of a large Johannesburg

firm of attorneys, Bowman Gilfillan Hayman Godfrey

Inc. They were asked to each recommend attorneys Who
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research used both interviews and questionnaires as
data sources.

The research was conducted in a number of distinct
phases. The irJ.itialstages of the research followed
the pattern of research undertaken by Barker (1992) as
the study WRS largely a replication of the first and
second phases of his research into the managerial
competencies required of the clergy.

4.2 Generation of competencies
4.2.1 Literature Survey
The first step involved an extensive literature review
with the aim of obtaining an idea of the kinds of
competencies applicable to the roles of an attorney as
manager and service provider. The aim of this exercise
was to obtain data from secondary, documentary
historical sources of data according to Groenewald's
(1986) classification of data sources. Following this
a preliminary list of competencies was drawn up.

South African studies on competencies were considered
to be important and relevant to this study. As there
were no South African studies on the managerial and
service competenc:i.esrequired of attorneys, studies of
competencies in other related professions and related
subject matter Were referred to. Lapinsky's (1989)
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CHAPTER FOUR - RESEARCH METHODOLOGY

This chapter discusses the research methodology used
to test the research propositions and achieve the
research aims.

4.1 Research Design
The research design of this study can be classified as
a uurvey . G:r.oenewald(1986) lists the following three
characteristics of a survey:

- Information is collected about a great many
similar cases;

- A finite number of characteristics are
registered in the process of observation; and

- Surveys are executed in a circumscribed area
at a given time.

All these characteristics were evident in this study.
In addition, Groenewald (1986, p.55) states that "in
social research surveys have become synonymous with
the use of indirect observation, viz. interviews and
questionnaires." Leedy (1993) points out that the
questionnaire is a commonplace instrument for
observing data beyond the physical reach of the
observer. The research methodology employed in this
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Societies of South Africa and the provincial
law soc.iet.Les.

B. General management and service management
courses for the training of existing legal
practitioners who perceive the need for
furt.hertraining in managerial and service
skills and competencies.

Suggestions will be made on the use of competencies in
formulating courses of the kind mentioned above.

3.7 Conclusion
It is submitted that the research aims and
propositions set out above will assist in achieving
the overall intention of the study which is to improve
the effectiVeness of attorneys with particular
reference to their roles as managers and service
providers.
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Ho The means of the ratings of the need for
training in the Jompetencies will not be
significantly different depending on
the size of the practice in which the
attorney operates.

Ha The means of the ratings of the need for
training in the competencies will be
significantly different depending on
the size of the pra.cticein which the
attorney operates.

3.6 Basis for Training
The competencies which would be identified as
important in terms of paragraphs 3.2 and 3.3 and in
which a need for training exists in terms of paragraph
3.4 could be used as a basis for formulating or
developing:

A. General manaqement; and service management
courses which could be included in the
~urricula for the training and education of
1aw stUdents, either at a tertiary education
level or in the practical legal training
undertaken by the Association of Law
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competencies and the need for training in the
competencies, differently.

It was further proposed that attorneys practising in
different sized organisations would have different
training needs with regard to the identified
competencies.

To teAt the proposiHon in x'espect of the importance
of the competencies the following hypotheses were
formulated:

Ho The means of the ratings of the
importance of the competencies will not
be significantly different depending
on the size of the practice in which the
attorney operates.

Ha The means of the ratings of the
importance of the competencies will.be
significantly different depend:i.ng on
the size of the practice in which the
attorney operates.

To test the proposition in respect of the nep,,,,i.for
training in the competencies the following hypotheses
were formulated:
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3.4 Training Needs
The study also sought.to establish the perceived need
for the training of attorneys in the identified
competencies. It waS proposed that a need exists among
attorneys for training in the identified competencies.

3.5 Practice Size
A variable of possible importance in the population
studied was the size of the organisation in which the
attorney operated. According to Robbins (1987, p.104)
there is wide agreement between organisational theory
researchers on how the size of an organisation is
determined as "over 80 percent of studies using
organisation size as a variable define it as the total
number of employees." For the purposes of this
research it waS proposed that the size of the practice
or the organisation in which the attorney operates
would be determined by the number of attorneys
employed by the practice or organisation as the number
of atto):"neysemployed is indicative of the total
number of employees in the legal practice.

The research sought to determine whether attorneys
practising in different sized practices ):"equired
different managerial and service competencies. This
meant that attorneys practising in different sized
organisatiorls would. prioritise the importance of the
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• Adjusts style and the message to match the
characteristics of the recipient

• Tactful towards both clients and staff
• Listens to other I s viewpoints
• Listens dispassionately, is not selective, recalls

key points and takes account of them
• Possesses verbal and non-verbal skills which show

others that they are valued and cared for

31. RISK TAKING

• Is willing to take risks and seek new experiences

• Is decisive
• Ready to take decisions even on limited information

The exact reference for each competency and each
behavioural indicator is set out in Appendix 4, where
necessary.

4.3 construction of Questionnaire
A questionnaire was constructed using the 31
competencies generated in the first step, A copy of
the questionnaire is set out in Appendix 5. The study
Was in essence a replication of the first and second
phases of Barkerl s (199:>')study and therefo:l':ethe
general formal:.of the questionnaire used by Barker
(1992) was followed. This questionnaire had proved to
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28 . PRE:SENTA'rIONSKILLS

• The ability to present information verbally so that
the intended purpose is achieved

• '1'0 be able to reil1force the presentation of verbal
information with non-verbal behaviour, and if
necessary, visual aids

• Uses language and practical examples clients and
laymen will understand

• Material is well organised, voice projeotion is
clear an delivery style is pleasing

" In formal presentations, is ent.husiastic and lively,
tailors content to audience's level Of understanding

29. INTERPERSONAL CONFLICT H~NDLING AND NEGOTIATION
SKILLS

• The ability to intervene in interpersonal conflict
and suocessfully mediate and reconoile differences

III The ability to negotiate an out.come that is
favourable for the party that you represent and is
aocepted by the other party

30. COMMtJNICA'IIONSKILLS

..D Conveys information clearly with ease and interest
so that others understand what is being
communioated, both orally and in writing
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2.4. FINANCIAL S!<ILLS
• The ability to read a balanre sheet, prepare a

budget and monitor cash flow
" Has a basic knowledge of accounting and tax

25. :BUSINESS SENSE AND ClJJ3,IOS!'1'Y

~ Identifies and seeks out opportunities which will
increase sales or profits

• Selects and exploits those activities which will
result in the largest returns

• Follows a hunch, is inquisitive

26. COMPU~ER LITERACY

• Has a basic knowledge of word-processing and
spreadsheet programmes

• Knows the application and limitations of these
programmes

• Can operate and utilise systems which store legal
information e.g. Jutalex

2'7. MANAGING DXVER8!TY

" \Jndex'standingand being able to manage the
differences between various groups in the workplace

(I The ability to relate to and respect all peopLe
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.. The a.bility to distance oneself from emotional
involvement in a situation, thereby allowing oneself
to exercise relativa objectivity

Ii The disposition to view an event from mult.:l.pll.:l
perspectives simultaneously

22. IDENTIFIES OPTIONS IN ORDER TO PROGRESS

$ Generates options
• Evaluates options by examining the positi'lJ'eand

negative aspects if they were put into effect

• Anticipates the effeots of options on others
• Foresees others reactions
• Demonst:-."atescommon-sense and initiative

23. PRODUCTIVITY'01UJ~NTATION

• Identifies priorities
e Thinks back from deadlines
• Identifies elements of tasks
• Sohedules elements
• Anticipates resource needs
• Allocates resourOes to tasks
• Sets objectives for staff
• Manages own and others' time
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response to new information or changes in a
situation

• Is resilient

~,' CONCERN WITH IMPACT
• The characteristic of acquiring symbols of power in

order to have the pOWer to impact others
• Interest and concern in status and reputation
c Being good at influencing and persuading others

aO. ACCURATE SELF-ASSESSMENT

• A realistic:al1y grounded ,dew of yourself
" An 6',(arenessof your own strengths and weaknesses
~ Th~ ability to describe and evaluate your

effectiveness in a given situation and to take
appropriate action to remedy the weaknesses

• Knowing how your personal values, needs and
interests affects others and your professional
competence

21. PERCEPTUAL OBJECTIVITY

• The ability to be relatively objectiVe and not
limited by personal prejudices, perspectives or
biases
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o Stimulates others to work together effectively in
group settings

• Utilises the skills and resources of all team
members

• seeks the input of group members by encouraging
participation

• Treats all group members equitably
• Keeps all group members informed and finds solutions

that benefit all involved parties
• The ability to work in a group but not to dominate

it
~ The willingness to assist others, share information

and knowledge to meet the needs of the firm

17. REtATIONSH~P BUILDING

o The ability to establish rapport easily and to
develop and maintain a network of contacts and
formal channels of communication Who can provide
information, help and access to others

e The ability to use influence to build alliances,
networks, coalitions o~ teams

18. ADAPTABI1ITY AND RESILIENC~

• The ability to adapt easily to change
• Can see the merits of differing positions and adapts

onets own behaviour, position and strategies in
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• The ability to develop and use effective plans and
tactics to persuade others or to gain their support

14. DEVELOPING OTHERS

• Takes effective efforts to improve the skills and
competencies of others

• Monitors and evaluates their work
• Provides clear, specific performance feedbaGk

• Coaches and mentors
• Facilitates self~development in others
15. MANAGING STAFF

• The ability to use the power of one's position in an
effective way

• Adopts an appropriate interpersonal style for
achieving group objectives

• The ability to s~t expectations for others
• The ability to enforce rules, confront ethers about

problems and tell others what to do
• Shows vision and inspiration
G The ability to build commitment of various people to

standards of behaviour

~ GROUP MANAGEMENT AND TEAMWORK

• The ability to develop Co~operation and teamwork
whil~ leading a group of people
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12. INTERPERSONAL SENSITIVITY
• The ability to understand, interpret and show

consideration for other's concerns, needs, motives
and feelings

• The ability to recognise the limitations in others
• shows empathy in oral and written communications
• IS flexible when dealing with others and will change

own position when others' proposal w~rrant it
• Extracts a deeper meaning from verbal and non-verbal

messages and communicates understanding of and
insight into another person's feelings and situation

9 IS trusted, acts with compassion, keeps confidence
and is available when needed

13. DT.RECT PERSUASION AND INFLUENCE
• The ability to convince others by presenting' logical

arguments, pointing out benefits and using language
suited to the audience

• Influences and persuades others to give their
agreement and commitment

~ In the face of conflict, UseS personal influence to
commurd.cat e pr.oposals to reach bases for compromise
and to reach agreement

e Uses forms of influence to obtain compliance
• Acts to stimulate others to go along with ones

directions, wishes, commands, policies or procedures
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III The ability to inhibit personal needs or desires in
service of organisational needs

• Maintains effectiveness in the face of adversity or
unfairness

• Performance remains stable under pressure or
°Pi?osiu'on

o Does not become irritable or anxious, retains
composure

10. STAMINA. I TENACITY

" The ability to physically sustain long houxs and
maintain high performance under consistently high
stress

• 'l'heability to stick with a difficult task OVer an
exte.nded period of time, without quitting when faced
with obstacles or rejection

o HaS energy and vitality

11 • CONCERN NITH l?ERSONAIJ IMPAGI

• A tendency to think carefully about the likely
effects on others of onels actions, words,
appearance and mode of behaviour

• A tendency to calculate onels words and <lctions in
adVance to achieve a desired effect
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discerned, and accurate conclusions / results are
derived from these comparisons over time

" The ability to identify essential, underlying issues
in complex situations

• Makes decisions bnsed on logical assumptions that
reflect factual information

~. SELF-CONFIDENCE
• Decisiveness or presence; makes a strong, positive

impression
" Has authority and credibility
~ positive self-esteem
" Has a strong faith in one I S own skills, capability

and j udqemerit, and expresses and conveys a belief in
own ability

• Displays a nrisp, forc'.;fuland impressive self-
presentation

" The ability to make decisions without ambivalence
and accept the consequences of those decisions

• Admits to areas of inexpertness

9 . SELF -CONTROIl
II The ability to keel? one's emotions under control

when faced with opposition or hostility from others
or when working under stressful conditions
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S. CONCEPTUAL THINKING

e The ability to develop and apply concepts and
principles

• The ability to draw logical conclusions and to note
similarities and differences between situations

• The ability to identify or recognise patterns or
themes from an assortment of information

6. STRATEGIC PERSPECTIVE

• Rises above the detail to see broader issues and
implications

• Takes account of wide-ranging influences and
situations both inside and outside the organisation
before planning or acting

7. ANALYTICAL THINKING AND JUDGEMENT

• Seeks all relevant information
~ The ability to break down complex problems or tasks

to generate detailed plans
• The ability to think of multiple causes and

consequences c~ events
• Grasps information accurRtely and identifies

limitations to information
• Identifies, selects and compares information in such

a way that similarities and differences are
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• Maintains a high level of activity and produces a
high level of output

• Actively influences events to achieve goals

3. INIT1A"rIVE
• The tendency or disposition to act in a self-

Q,irected way
• Ta~ing action before being directed or forced by

events
• Precipitates action
• Sl:izes opportunities, seeks in-depth information

from a variety of sources
• Does significantly more than is required
• ls p~~oactive
• Is an initiator
• Is a self-starter and originator

4. CONCERN FOR ORDER

• A concern for ensuring accuracy, quality and
orderliness of work and information

• Gives attention to detail and carefully checks onets
own and other1s work

• A concern that work gets done in a methodical way by
adhering to procedures and systems
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Initially, on the 31st October 1994, 300 questionnaires

were sent out. By. the end of November 1994 only 52

questionnaires had been returned. The researcher was in

possession of a list of names of the attorneys to whom

the questionnaires had been sent and several potential

respondents were contaoted telephonioally and asked to

return I:;rl.e questionnaire. Several questionnaires were

returned as a result of this initiative. In Deoember

1994 and January 1995 a further 40 questionnaires were

sent to attorneys personally known to the researcher.

These attorneys were asked to have the questionnaire

completed by colleagues who either practised with them

or attorneys in other firms with whomthey had personal

contact.

A sample of 85 attorneys was eventually obtained. This

represents a response rate of 25%of the total number of

quesdonnaires distributed. Moser & Ka".ton (1971) state

that the main problem with mail surveys is that of

getting an adequatie response and that response rates of

as low as 10% are not uncommon. FUrthermoreI Moser &

Kalton (1971) commentthat a response rate of 20~.t to 30%

is requ:l,red for the results to have value. Based on

~tese considerations, the response rate of 25% is

considered to be adequate.
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CHAPTER FIVE - RESEARCH R~SULT~

5.1 Introduction
:rhis chaptiez'discusses the statistical techniques and
methods used to analyse the data and presents the
consequent results of this analysis. Leedy (1993) in a
simple definition of statistics explains the value of
statistics:

:statistics is a language that, through its own
special symbols and grammar, t:akes the int.:tngible
facts of life and translates them into
compre.hensiblemeaning.II

lLeedy, 1993, p. 255)

:rhe results of the statistical analysis are set out
below and the interpretation of these results, ~he
~oomprenensible meaning' of Leedy's definition, follows
in the next chapter.

5 . :2 SamPle Si ze

A sample of 85 attorneys was obtained from the total
population of all practising attorneys in South Africa.
All the attorneys in the sample practise in what is now
called the Gauteng provd.noe, At the time the
questionnaires were sent. out the Flample attorneys all
practised in the then l?WVarea"
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analysis was necessary to test
proposition set out in paragraph 3.5.

the research

4.5.6 Training IXDevelopment Programmes.
The empirical evidence obtained from the research was
used to formulate suggestions regarding the use of
competencies in the training and deveJ..opment of
attorneys in accordance with the research aim set out
in paragraph 3.6.

4.6 ConcluElion
It is submitted that the research methodol.ogy set out
in this chapter enabled the researcher to achd eve the
research aims and test the research propositions set
out in chapter three. The research results obtained by
using the research methodology discussed above is set
out in the next chapter.
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4.5.4 Analysis of Data Relating to the Need for
Training
The data obtained from the questionnaires on the need
for training in each competency was also subjected to
parametric statistical analysis. As this data was
also obtained using a five-point verbal scale, albeit
with different scale definitions I it too was ordinal.
The data was also rescaled using correspondence
analysis and the resulting interval data was subjected
to parametric statistical analysis. The mean of the
ratings of the need for training for each competency
was obtained. 'the need for training in the
competencies was then prioritised by ranking the meanS
in accordance with the research aim discussed in
paragraph 3.4. Factor analysis was also performed on
this data in an attempt to reduce the variables and
identify any underlying oonsuruccs in the data.

L...2..._.!L._bnill'sisof Data Relating to Practice Size
The data relating to the va+Lahl.e in respect of the
size of the firm in whioh the respondent attorneys
operated was subjected to cluster analysis. The
cluster analysis revealed two distinct populations. As
a ;t'esult T~tests were used to examine whetihez there
was a difference in the means of these two populations
in respect of the importance of each competency and
the need for tl.~airtingin each compecency , 'this
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discussion of these tests is set out in the next
chapter.

4.5.2 Analysis of Biographical Data
The biographical data was analysed by descriptive
statistical analysis.

4.5.3 Analysis of Data on the Importance of
Competencies
Data obtained from the questionnaires on the
importance of the identified competenci.es was
subjected to parametric statistical analysis. As this
data was obtained by using five-point verbal scales it
first had to be converted to interval data using
correspondence analysis. It was then possible to
subject the rescaled data to parametric statistical
analysis. The mean in respect of the ratings of the
importance of each competency of the reSCaled data was
obtained. The resulting 3:1. means were ranked in order
to prioritiee the importance of competencies to
attorneys in accordance with the research aim set out
in !,aragraph 3.3, Factor analysis was uaed in an
attempt to reduce the number of variables Ln the data
and to identify any underlying constructs in the data
(Aaker !it. Day, :1.983).
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and from Hortor IS (19!k, .wetW List, an annual

pub l.doat.Lon which sets out the names and practice

dets.ils of attorneys in south Africa, the names of 300

attorneys were obtained, made up of 100 from each of

the three subgroups referred to above. The

questionnaire was sent to these attorneys. 'l'his was

considered a auf f i.cLenc number in order to obtain a

sample of 90 responseS.

4.5 Method of Data Analysis.

4.5.1 tntroduction

Data obtained from the questionnaire was captured

using the Survey Systems computer package which .:i.s

.1pecially designed for this purpose. This package is a

usel;ul tool for capturing data and organising it into

a -rmat, which facilitates statistical analysis.

HOIl :r, the package itself can pez f'ortn only limited

statistical analysis on the data.

Owing to the above limitation, the data on the file

created l:)y the Survey Systems package was downloaded

into the Number crunchex Statist ical System compu.ter

programme which is capable of pel:'forrni:ng more complex

statistical analysis on the data.

The statist teal tests used in this research are

discussed briefly in this section. A more detailed
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Moser & Kalton (1.971) further point out that with a
sample of this nature, the security of being able to
measure and control sample errors is lacking I though
they point out the counter argument that sampling
errors are so small compared to other errors that
enter into surveys that it is no great dd.sadvantaqe
not to be able to measure them.

The sample size WaR further be divided into three
sample groups:

- Small firms : between one and five practising
attorneys in the f:i.rmi

- Medium sized firms: between five and twenty
practising' attorneys in the firm; and

- Large firms : more than twenty practising
attorneys in the firm.

It was further proposed that of the sample size of 90,
at least 2S should come from each of the sample groups
l;"eferl;"edto above.

The Association of Law Societies recently carried out
a survey Ott t.he sizes of organisations in Which
attorneys practice. Based on this study the
Association of Law Societies provided a list of
firms divided into the VQl;"iouSsizes. From this list
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the questionnaire which could have affected the response

rate.

4.4 Population and .sa.mple

The population for the research was all attorneys in

South Africa. An attorney is defined in Section 1 of

the Attorneys Act 53 of 1979 as "any person duly

admitted to practice as an attorney in any part of the

Republic." There were 8061 a.ttorneys in South Africa

as ac the 28th February 1993 (Sub~Committee R.eport,

1994 I p . 6). According to De Klerk (1995), this number

had grown to approximately 9000 in February 1995. The

Transvaal Law Society currently has a membership of

4463 attorneys and membership is compulsory for all

attorneys. Owing to the constrair.ts of time and money

it was proposed that a sample size of at least 90

attorneys be obtained.

The method of sampl:Lng used is what Leedy (199:3,

p.200) refers to as "non-pxobabd Ldcy quota-sampling".

According to Moser &: Kalton (1971) I the main problem

with samples of th:Lls nature, is the inability to

estimate their reprel3entativness. The biographical

details requested l.n the questionnaire would assist in

answering the question whether a representative sample

was achd.eved.
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LncLudd.nq one attorney and one human resource

practitioner in order to check the clarity of

definiticms and instructions and to highlight any

ambiguities. The questionnaire was amended in minor

respects and the forma.t of the :behavioural definitions

was altered as a result of this exe:r:cise.

The questionnaire was sent to the respondencs with a

covering letter setting out the aims and importance of

the research together with the instructions on how it

should be completed. See Appendix 6. A letter from the

Association of Law Societies expressing their support

for the researdh and their interest in the results of

the research also accompanied the questionnaire. A

copy of that letter is set out in Appendix 7. A self

addressed envelope with return postage paid was sent

with each questionnaire to facilitate the return of

the questionnaires.

Only English questionnaires were be sent out. In terms

Section 15 of the Attorneys Act 53 of 1979, English :t

and Afrikaans I at university level r.re pre-requisites

for admission to the attorneys profession and it Was

assumed that attorneys would be sufficiently proficient

in the Eng'lish language to understand the questionnaire.

This may have resulted in some resistance to completing
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l'he third section sought to identify the perceived
training needs of attorneys. Again the five~point
verbal rating scale used by Barker (1992) was used in
this section of the questionnaire. The rating scale
used in this section was as follows:

- No Need For ~raining
- Very Little Need For Training
- Need for Training
- Great Need For Training
- very Great Need For Training

The respondents were asked to rate their need for
training in the identified competencies using the
five-point verbal rating scale. This section was used
to obtain data to achieve the research aim set out in
paragraph 3.4.

A comprehensive behavioural def:i,nitionin the form
behavioural indicators of each competency was provided
in an appendix to the queat Lonnaa re , The respondents
were requested to refer to this appendix to the
questionnaire before completing sections two and three
of the questionnaire.

Prior to the que sb i.onna.Lz'e t... .. 1.l.J6J.ngsent out, the
questionnaire was piloted amongst several people
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be both valid and reliable in Barker IS (1992)

research, therefore, it was considered important to

use many of its aspects in this research. The five

point verbal scale used by Barker (1992) was also used

to test the perceived importance of the identified

competencies to attorneys. The verbal scale WaS as

follows:

- Very :Little lmpo.rtance

- Little lmportance

- Important

- Very Important

- Absolutely Essential

According to Bendixen & Sandler (1994) verbal rating

scales are commonly used in research in the human

science~.

The questionnaire was divided into three sections. The

first sect.Lon was 'used to obtain biographical data

such as age / length of pz-act.Lce experience and size of

firm in which the att,orney operates. 'rhe second

section related to the identification of the

importance of the competencies by the rating of

competencies using the .five-point verbal scale. This

section was used to gather data to achieve the

research a.ims discussed in paragraphs ':l .., and 3.3...., . ..."
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• Adjusts style and the message to match the
characteristics of-the recipient

• Tactful towards both clients and staff

• Listens to other's viewpoints
• Listens dispassionately, is not selective, recalls

key points and takes account of them
• PossesseHl verbal and non-verbal skills which show

others that they are valued and cared for

31. RISK rr,~KING

• Is willing to take risks and seek new experiences

• Is decisive
II Ready to take decisions even on limited information

The exact reference for each competency and each
behavioural indicator is set aut in Appendix 3, where
necessary.

4.3 Construction of Questionnaire
A questit."rtnairewas cons czuot.ed 1J,:,~.ng
cornpetieno.i.ea generated in the first step.
the questionnaire is set out in Appendix s.

the :u

A cO'PY of,
The study

was in essence a l:eplicatio!lof the first and second
phases of Barker's (1992) study and therefore the
general format of the questionnaire used by Barker
(1992) was followed. This qUestionnaire had proved to
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Accurate 84 0.784 1.00 5Self··assessment
Perceptual 83 0.642 1.00 5Objectivity

-'0.800Identifies Options 83 1.00 5
in order toProgress
productivity 83 0.794 1.00 5Orientati0l1
Financial Skills 85 0.544 1.87 5 --Business Sense and 84 0.832 1.00 5
Ctlriosit:z
Computer Literacy 85 0.975 1.00 5
Managing Diversity 85 0.865 1. 00 5
Presentatiou 83 0.900 1.00 5
Skills
I11terpel,"sonal 85 0.756 1.00 5
Conflict Handling
and Negotiation
Skills
Communication 85 0.7.32 1.00 5
skills

~k Taking 85 1.121 1. 00 5

Three compet,enoies had minimum ratings of 3,1507 on the
developed interval scale:

Aohievement motivation
Analytical Thinking and Judgement
Self~confidence

This means that all the respondent attorneyo c011sidered
these competencies to be at least. Important. The
'tatingsof these three competencies also hac!the smallest
standal,"ddeviations of all the competencies, namely
0,524; 0 ,575 i and 0,576 respectively. This indicates
that there was general agreement on theil,"importance
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5.4.2 Furt.her statistical Al'1alysis
Table 11 sets out the results of additional statistical
analysis of the data on the importance of competencies.
The standard deviation of the ratings of eadh competency
is set out together with the minimum and maximum
rescaled Sdores for each competency.

TAELE 1l! :tMl?O~'l'.ANCm OF COMPElTENc!ms :

STATI$T:tCAL ANALYSIS
Competency Gount Standard Mim.mum Maximum

Oeviation
Elf.Hoiency 85 0.633 1.87 5
Orientation
Achievement 85 0.524 3.607 5
Motivatiotl
Initiative 85 0.596 1.87 5
Concern for Order 84 0".618 1. 87 5
Conceptual 83 0.669 1.87 5
Thinking ---g-Strategic 84 0,682 1.87
Perspective -Analytioal 83 0.575 3.607 5
Thinking &.
Jud~ement -Se 1.f -oonfIdemce 84 0.!576 3.607 5
Self-control 84 0.662 1.87 5
Stamina I Tenaoity 84 0.699 1.87 5
-Concern. wl.th 84 0.810 1.87 5
Personal Impact s--Il'1terpersonal 85 0.860 1.00
Sensitivity
Direct Persuasion 85 0.590 1.87 5and Influence
Developirlg Others 85 0.836 1.00 5
Managing Staff 85 0.843 1.00 5
GJ:.'OUpManagement 85 0.712 1.00- -S
and Teamwork
Relationship 85 0.751 1.00 5
auUding
Adaptabilityiand 84 0.718 1.00 5Resilience
Concern with 84 0.920 1.00 5Impact -_. - -
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As the rescaled data was assumed to be interval datal
the rescaled. mean ratings of the importance of the 31

competencies were calculated. ".Phesemean ratings were
used to rank the competencies and the results of this
ranking are set out in Table 10.

TABLE 10: R.WKING OF THE IMPORTANCE OF COM'PETE:NCIES

COMPE'I'ENCY MEAN
Efficl.ency Orientation 4:37-
Analytical 'J:'hinkingand Judgement -4.26
Communication Skl.lls 4.26
Initiative 4.24
Self-confidence 4.2:1
Achievement Motivation 4.20

Orientation ~Productivity 4.13
InterpersonCl.l Conflict Handling and Negotiation 4.10
Skills
Financial SJ<:rils 4.09
Stamina / T~nacity 4.08
Managing Staff - 4.03
Self-control 4.02
-:::'. . - 4.01Concern for Order
conceptual Thinking 4.01
Computer Literacy 4.00
Strategic Perspective 3.99
Direct Persuasion and Influence 3.95
Greup Man~ment and Teamwork 3.95

Resilience . 3.93Adaptabill.ty and
Perceptual Objectivit:t 3.92
Accurate Self-asse,9sme11t 3.87
Identifie~ Options_!n order to Progress 3.86
Presentatlon Skills 3.85
Relationship Buildint~ 3,83
Business Sense and Curiosity 3.80
DeveJ.oping Others • 3.76
Inter2ersonal sensitivity - 3.69
Managing Diversitx 3.67
Concern with Personal im12act - 3.62
Concern with Impact ';" 3.28
Risk TaJdng. 3.03

Efficiency orientation obt.adried the highest mean ri7nJdng
and risk taking the lowest ranldng.
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3. The numerical value of the scale points was
recalculated.

12etaiJ.s of the results of this procedure and the
interval scale generated are set out in Tabl~ 9.

TABLE 9: RESCALING OF FIVE-POINT VERBAL SCALE TO
INTERVAL SCALE (IMPORTANCE OF COMP~TENCIES)

Verbal Euclidian Apportiorled Rescaled
Scale Distance To Distance Value!

Next Point :Five-Point
Interval
Scale

1 Very Little - - 1,000
Importance

2 Little 1774 0,870 1,870
Importance

3 Important 3541 1,737 3,607
r-.r-rvery 964 0,473 4,080

Important
5 Absolutely 1876 0,920 5,000

Essential

It is evident from Table 9 thaI: the interval scale is
different from the assumed numerical values of 1, 2, 3,
4 and 5 of the verbal five-point rating scale. 'l'he
resultant interval scale shows that Important and Very
Important are extremely close (3,607 to 4,080 rather
than 3 to 4;). There is also an unusual.ly large gap
between LittJ.e Importance and Important (1,870 to 3,607
rather than 2 to 3).
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verbal rating scale was ordinal and therefore also
subject to this limitation. 'rhis meant that the data
could only be subjected to non-parametric statistical
analysis and not parametric statistical analysis such as
multivariate statistical analysis.

Bendixen & Sandler (1994) state that ...t is of
considerable practical value to be able to convert these
verbal scales into interval data and that correspondence
analysis is a technique that can be used to rescale $uch
data.

It Was therefore decided to subject; the data obtained
from the questionnaires on the importance of the
competencies to correspondence analysis. This rescaled
data can be assumed "to be interval in nature which
alJ.ows a rich array of 11.umericalmanipulation and
statist,ical analysis to be performed" (Bendixen &

Sandler, 1994 p. 4).

The manner in which the data was rescaled, followed the
procedure set out by Bendixen & Sandler (1994), namely:

1. The Euclidian distance between the scale
points was calculated.

2. This distance WaS apportioned across the
intended length of the scale.
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TABLE 7: CLUSTER ANALYSIS REPORT: SIZE OF PRACTICE

No of Percent of Variation
Clusters
1 100.00 ************************************************
2 26.09 *******-k*,~****
3 10.14 ***'A'**
4 6.75 *-1<**
5 4.81 ***
6 4.44 ***
iz. 3.77 ** -8 1.94 *
9 1.92 *

TABLE 8: STATISTICAL SUMMARY OF CLUSTER ANALYSIS REPORT

Break Count Mean Standard Minimum Maximum
Value Deviation

0
~- 55 6.818182 5.568067 1 22
2 29 39.10345 13.77458 25 80

,Based on the results of the cluster analysis it was

decided to test the research propositions set out in

paragraph 3.5 on these two groupings.

5.4 Importance of Competencies

~~.1 Ranking of Means

The queat i.onnai re listed 31 identified competencies and

the respondents were asked to rate the import.ance of

these 31 competencies using a five-point verbal rating

scale. According to Bendixen (1991), although the vast

majority of research uses ratings scal.es such as the

five-point Likert scale, this type of scaling is ordinal

and therefore only limited statistical analysis can be

performed On it. The data obtained using the five-point
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relating to size of the practice was therefore subjected

to clustE!r analysis to :Ldentify any possible groupings

of the data. Aaker & Day (1983) comment that I,~luster

analysis is used to identify peoplA, objects, or

variables that form natural groupings or clusters.

According to Green & Tull (1978) cluster analysis is an

appropriate technique for achieving the obj ect;LVa of

separating rows of the data matrix called objects into

homosfEmous subsets or groups such that each object: is

more lik.e other objects in its group than lik.e obj ectrs

outside the group.

Ihe cluster analysis reV'ealed two distinct groupings of

practice size, namely small firms of attorneys and large

firms of attorneys. Tables 7 and 8 contain a cluster

analysis report and statistical summary of the <~luster

analysis report. The grouping of small firms consisted

of firms w., th less than 22 practising attorneys in the

firm while the grouping of large firms consisted of

firms with 25 or more practisl.ng attorneys. SmaJ,l firms

made up 65/9% of the sample and large firms 34,1% of the

sample.
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The size of practice data relating to the respondents is
set out in Figure 3. 'I'heX axis represents the 85
re~pondant attorneys and Y axis represents the headcount
in respect of number of at.torneys and number of other
staff employed.

FIGURE 3: SIZE OF PRACTICE

Pl.'acticesize

60 80 1004020a
FIRM OR PRACTICE

I Attorneys··· ..'Staff I

It was originally proposed that the sample could be
divided into three groups; attorneys pra~tising in small
firms I attorneys practising in medium sized firms and
attorneys practising in large firms. When attempting to
analyse this data it was clear that this proposed
division was not as precise as was expected. The data
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5.3.3 Practice Size
It was decided to base the size of the practise in which
the attorney operates on the number of attorn~ys
employed in the practice for a number of reasons:

A. It was considered that the number of attorneys
is indicative of the number of other staff
employed in the practice. This is shown in
Fi~~re 3 which shows the trend that as the
number of attorneys increase, the number of
other staff increases. See Figure 3.

B. The study focused on the atcozney, and it was
believed that the number of other attorneys
employed in the practice will directly affect
the managerial and service competencies of
attorneys.

C. Several respondents did not supply thG
requested data for number of other staff
employed in the practice, whereas all the
respondents completed the requested d2ta
relating to number of attorneys employed in
the practice.
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5.3.2 Length of Service
The length of service profile of the respondents is set
out in Table 6.
TABLE 6~ LENGTH OF SERVICE
Length of Service Number Percentage
0 - 5 Years 20 23.S3%'
6 - 10 Years 12 1.4.12%
11 - 20 Years 28 32.94%
Over 20 Years 25 29.4H

In all, 62%' of respondents had more than 10 years
service as attorneys, and 76% of respondents had
practised for more than 5 years as attorneys. The
representation of attorneys in each category was
considered to be good with an even distribution across
the categories.

It is submitted that age and length of practice service
as an attorney are highly correlated. This is shown by
a comparison of the data in respect of these two
variablesIe. g. 15% of attorneys were between the ages
of 20-29% and 14% of attorneys had practised for less
than 5 years. When considered together, the two
variables, age and length of service show a good spread
of work experience in the sample group.
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5.3 Demographics of the Sample
The first. section _of the questionnaire elicited
biographical data from the respondents in respect of
age I length of pract ice experience and practice size.
These variables are discussed separately below.

5.3.1 Age
The age profile of the respondents is set out in
Table 5.

TABLE 5: AGE OF ATTORNEYS
Age ···Number percentages
20-29 Years Old 13 15.29%
30-39 Years Old 28 32.94%
40-49 Years Old 23 27.06%
50-59 Years Old 13 15.29%
Over 60 8 9.41%

A total of 49% of the respondent attorneys were between
the ages of 20 and 39 and 51% were over 40 years old.
In all 61%' of the respondents fell into the combined
category of between 30 and 49 years old. It was
considered that these results showed a good distribution
of respondents across the age categories. This would
also translate into a geod spread of experience in the
sample group as age is highly correlated with
experience.
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The questionnaire had been sent out with a return
postage paid self-addressed envelope . The accompanying
letter from the Associ~tion of Law Societies was
intended to enhance the credibility of the research and
to thereby obtain the co-operation of attorneys as
recommended by Moser & Kalton (1971). Owing to time
constraints attorneys were requested to return the
questionnaires within a 2 week period. This relatively
short period probably affected the response rate
adversely. However, a large number of questionnaires
were received after the deadline. When atcorneys were
telephonically contacted, the researcher was t.old that
either they had not;received the questionnaire and had
no knowledge of it, or it was in their in-tray and they
would attend to it. The month of November is a busy
period in most businesses as people try to complete
,..atters before the December holiday period. These
factors may have contributed to the low response rate.

Based on the above considerations and owing to the
constraints of time and money, the size of this sample,
although less than the sample of 90 proposed in
paragraph 4.4, was considered sufficient.
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* A == Accept nu.lI hypot.hesi.s
R Reject null hypothesis

The follcwing chapter contains a discussion of all the
results presented in this chapter.
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TABLE 17: T·TESTS: NEED FOR TRAINING
COMPETENCY T VALUE PROB. DECI- MEANS MEANS

SION* SMALL 1.JARGE
Efficiency 1.2067 0.2311 A
Orientation
Achievement 0.7191 0.4307 A
Motivaticm
Initiative 1.4395 0.1541 A
Concern for Oreier 0.3229 0.7476 A
ccncepbua l Thinking -1.8490 0.8538

-"._.::--A
strateg'ic -1.3713 0.1741 A
perspectiv~
Anal.ytical Thinking ...0.5566 0.5794 A
& Judgement -____
Self-confidence 2.2015 0.0307 A
Self-control 0.3544 0.7322 A
Stamina / Tenacity 1.6607 0.1007 A
Concern with 0.7250 0.4767 A
Personal impact
Interpersonal 1.5390 0.2520 A
Sensitivity

0.3366'Q.7·373Direct Persuasion & A
Influence
Developing Others -1.1768 0.2428 A ,~., ...Managing staff -0.9692 0.3354 A
Group Managemellt & -1.4843 0.1417 A
Teamwork
Relationship ~0.5332 0.5954 A
Building:
Adaptability &. 0.5897 0.557l A
Resilience
Concern with Impact -0.2165 0-;8292 A
Accurate Self- -0.3280 0.9739 A
assessment
perceptual ..0.2129 0.8319 A
Objectivity,
Identifies Options -0.6440 0.9488 A
to Progress
l?rocl.uctivity ·0.6545 0.5147 A
Orientation
Financial Skills -0.6550 0.8690 A
Business Sense & -0.1230 0.9902 A
Curiosity
comj2uter Literacy -1.6639 0,1002 A
Managing Diversity -0.5727 0.5685 A
Presentation Skills -0.1555 0.8769 A
Interpersonal 1.4230 0.2566 A
Conflict Hancl.ling&
Negotiation Skills
Communication 0.7626 0.4479 A
Skills
1ttSk'TaJdng 1.8563 0.067l R 2.345 1.854.,_
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Buildin~
Adaptability & 0.2748 0.7847 A
Resilience
Concern with 1.6861 0.0956 R 3.426 3.076
Impact ,

Accurate Self- 0.7273 0.4691 A
assessment
Perceptual 2.1106 0.0413 R. 4.049 3.693
objectivit~
Identi:Eies -0.0900 0.9285 A
Options in order
to Progress
productivity 1.7401 0.0893 R 4.266 3.907
Orientation
Financial Skills 0.5544 0.5808 A
Business Sense & 1.7675 0.0844 R 3.936 3.557
Curiosity
Computer Literacy -0.5806 0.5831 A
Managing -0.0362 0.970,9 A
Diversity
Presentation 1.3665 0.1767 A
SkUls
Interpersonal. 1.7118 0.0908 R 4.206 3.910
Conflict Handling
& Negotia.tiorl
Skills
Communication 0.3089 0.7589 A
Sldl1s
Risk Taldn;;r 2.0682 0.0418 R 3.225 2.704
* A = Accept the null hypothesis

R ~ Reject the null hypothesis
These results are discussed in the next chapter.

5 .6 .3 Need for 'I'raining
The ratings of the two sub-groups on the need for
training were also subjected to T-tests. The T-tests
revealed only one significant difference in respect of
the competency Risk Taking. The results are set out in
Ta.ble 17 a.ndare discussed in the next chapter.
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5.6.2 lm}:2ortanceof Competencies
The null and alternative hypotheses formulated to test
practice size differences in respect of the data on the
importance of each competency are set out in paragraph
3.5.

The results of the T-tests revealed that a number of
s;Lgnif:l.cantdifferences existed in the means of the
ratings of the importance of competencies. The results
are set out in Table 16.

TABLE 16: T-TESTS: IMPORTANCE OF COMPETEN~IES
COMPETENCY T PROB. DECl- MElANS MEANS

VALUE SIO:N* SMALL LARGE
Efficiency 0.2782 0.7815 A
Orientation
Achievement 0.9391 0.3540 A
Motivation
Initiative ~"0.2180 0.8280 A
Concern for Order 0.6143 0.5407 A
conceptual- -0.0697 0.9446 A
Thinking
Strategic -0.2462 0.0161 R 3.872 4.209
l?el~spective

4.439Analytical -2.1404 0.0354 R 4.1604
Thinking &
Judgement:
Self-confidenoe ..3.8550 0.7009 A
Self-control 1.0681 0.2887 A
Stamina I 1.7021 0.0926 R 4.190 3.919
Tenao~
Concern with 1.1965 0.2350 A
Personal impact
InterperS01'lcll 0.1137 0.9097 A
SensitivJ.ty
Direct Persuasion 1.5293 0.1151 A
& InflUence
Developing Others -J..020J.0.3129 A -
Managing Staff ..1.6459 0.1036 A
Group Management -2.2589 0.0268 R 3.840 4.171
& Teamwork
Relationship 0.7735 0.4415 A
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factor groups oompet.enciea

di:r:ectly to managing pPl.)ple

~ManagingPeople Skills'.

together

and was

which relate

labelled as

5.6 Practice Size

5.6.1 Introduction

As stated earlier the research sought to establish

whether attorneys practising in different sized

practices required different managerial and service

competencies. In effect, th:Ls would be esbahl.Lshed if

att(.)rneys practising in different sized pra(~tices rated

the importance of the competencies diffe:r.ently and if

they prioritised their training needs differemtly.

The clUster analysis had l-evealed two distinct sub-

groups in che sample; attorneys practising in small

firms and attorneys practising in large firms. T-tests

were performed on the ratings of the importance of the

competencies by attol"neys p:l.'actising in smaU fi:r.ms and

those practising in large firms in order to determine if

they were significantly diffel"ent. Owing to the size

of the sample it was decided to adclpt a 0,10

significance level for the T-tests. This meant that i:f:

the probabUity value was less than 0,10;

hypothesis was rejected.

the null
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The Eigen values summary generated by this analysis and
the Scree p l.ot; are set out in Appendix 9. The results
show that seven factors had an Eigen value greater than
one. However, a two factor solution was chosen as it
was felt that only two factors were well defined and
readily interpretable. The rotated factor loadings
(Varimax) are set out in Table l5. Factor loadings above
0,7 were accepted to define tho factors.

TABLE 15: NEED FOR TRA:tNING: FAC'+'OR l~OAbING - VAR:ty..AX

FACTOR 1 - PERSONAL CHARACTERIs'rICS FAC'l'OR
LOA1JI~G

Self-control - -0.840
Stamina I_ Tenacity -0.803
Self-confidence . "0.800

"Adaptability & Resilience -0.766
_~ccurate self-as~~bjm~nt -0.739
Percep~~ Objectivity -0.730
Conceptual Thinking -0.70l

FACTOR 2 .. MANAGING PEOPLE SKILLS FACTOR
LOADr~G

Managing Diversity 0.792
Group Management & Teamwork 0.777
Managing Staff 0.738 -_
The above shows that there were two groups of
competencie.s which the respondents reflected through
their ratings as beir!g closely related to each other.
The first group which has been labelled Personal
Charact.eristics, all relate to competencies which can be
chaxactierised as having an j.nternal locus of control and
can be. seen as inherent and personal competencies as
they are clQsely connected with ~tha self'. The second
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contrast the standard (leviation for need for training

started at 1,027 for' the competency Developing Others

and went up to 1,422 for the competency Business Sense

and CUl."J.osity.

The smallest standard deviations reflected in Table 14

were for the competencies Developing Others and

Perceptual. Objectivity. This can be :.nterpreted as

meaning that there was more consensus amongst the

respondent group on the need for training in these

competencies than the other competencies. The largest;

standard deviation was in respect of the competency

Business Sense &. Curiosit.y. 'This means that the

respondents disagreed more on the need for train.ing in

this competency chan in all the others.

5.5.3 Factor Analysis

The rescaled data in respect of the need :for training

was also subj ected to factor analysis. Aaker & Day

(1983) state that factor analysis has two primary

functions in data analysis;

to identify underlying constructs in the data; and

to reduce the number of variables into a more

manageable set.
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Identifies Options 81 1.322 1.00 5
in order to
Progress
Productivity 84 1.321 1. 00 5
Orientation
Financial Skills 84 1.401- 1. 00 5
BusinesS sense and 83 1.422 1. 00 5
Curiosity
Computer Literacy 83 1.265 1. 00 5
Managing Diversity 84 1.345 1.00 5
Presentation 84 1.275 1. 00 5
Skins
Interpersonal 81 1.270 1. 00 5
Conflict Handling
and Negotiation
Skills
Communication 83 1.397 1.00 5
Skills --Risk Taking 83 1.153 1.00 5

It is interesting to note from the above data that there
was a wide distribution of scores for every competency
as each competency had a minimum of one and a maximum of
five. This is unl:i.kethe ratings in respect of the
importance of competencies where there was general
agreement on some of the competencies. This means that
in general there Was more consensus amongst the
respondent attorneys regarding the importance of

i' ,competencies than on the need for tra n~ng. This was
to be expeot.ed as the need for training referred to
individual needs and was therefore individually based,
The above fil1.dingsare also reflected in a comparison of
the standard deviations as a whole for the importance of
competencies and the standard deviations of the need for
training, The standard devd.ati.one in respect of the
importance of competencies ranged from 0,624 for
Achievement Motivation to 1,121 for Risl~ Taking. In
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5.5.2 Further Statistical Analysis
Table 14 sets out the results of additional statistical
analysis of the data relating to the need for training.
The standard deviation of the ratings of each competency
is gl.ven together with the minimum ai.d maximum scores
for e~ch competency.

TABLE 14: NEED FOR TRAINING: STATISTICAL ANALYSIS
COMPETENCY COUNT ST.1).NDA.'R.DMINIMUM MAXIMUM

DEVIATION
Efficiency 84 1.185 1.00 5
Orientation
Achievement 83 1.212 1.00 5
Motivation
Initiative 81 1.192 1,00 5._
Concern for Order 83 1.257 1.00 5
ccncepcua), 83 1.209 1.00 5
Thinking
strategic 83 1.137 1.00 5
Perspective -Analytical 82 1.255 1.00 5
Thinking &
Judgement
Self-confidence 83 1.143 1.00 5 --Self~control 83 1.211 1.00 5

~C!..mina / Tenacity 83 1.213 1.00 5
Concern with 83 1.125 1.00 5
Personal Impact
Interpersonal 83 1.138 1.00 5
sensitivity
Direct Persuasion 83 1.270 1.00 5
and Influencs
Develo]2ing Others 81 1.027 1.00 5
Managing Staff 82 1.i99 1.00 5
Gl.-OUP Management 82 1.244 1.00 5
and Teamwork
Relationship 81 1.232 1.00 5
Building
Adaptability and 82 1.260 1.00 5
Resilience
Concern with 82 1.188 1.00 5
Impact
Accurate 84 1.235 1.00 5
Self-assessment
Perceptual 83 1.096 1.00 5
Objectivity
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need for tr;'liningin the identified competencies were
also ca.LouLat.ed. AS before, these mean ratings were
used to rank the competencies in regard to the need for
training and the results are set out in Tabl. 13.

TABLE 13: RATINGS OF THE NEED FOR TRAININq

COMPETENCY MPANS
Comput.er Literacy 3.76
Financial Skills 3.35
Productivity Orientation 3.16
Business Sense and Curiosity 3.07
Interpe:t.·sonalConflict Handling and 2.94
Negotiation Skills
Communication Skills 2.90
Managing Diversity 2.81
Presentation Skills 2.80
Group Management and Teamwork 2.78
Managing Staff 2.74
Efficiency Orientation 2.69
RelationshiE Building 2.68
DeveloRing Others 2.62
Identifies Options in order to Progress 2.60
Strategic Perspective 2.52
Analytical Thinking and Judgement 2.51
Direct Perl:luasionand Influence 2.48
Concern fo:rOrder 2.42
Conceptual Thinking 2.42
Achievement Motivation 2.32
Accurate SeJ.f~assessment 2.27
Interpersonal Sensitivity 2.18
Initiative 2.17
Concern w;i_thImpact 2.17
Perceptual Obiectivity 2.17
Rislt Taldng 2.16
Adaptabilit.y and Resilience 2.11
Concern with Personal impact 2.08
Self-confidence 2.03
Self-control 2.01
g~mina / Tenacity 1.89

Computer Literacy and Financial sk:i.11sobtained the
highest mean rating and Stamina/Tenacity the lowest mean
rating.



122

5.5 Need for Training
5.5.1 Ranking of Means
As the data obtained from the responses on the need for
training was also ordinal in nature, it too was
subjected to correspondence analysis and an interval
scale developed in the same manner as described in
paragraph 5.4.1. Details of the results of this
procedure and the interval scale developed in the
process are set out in Table 12.

TABLE 12~ RESCALING OF FIVE-POINT VERBAL SCALE TO
I~~ERVAL SCALE (NEED FOR TRAINING)

VERBAL SCALE EUCLIDIAN APPORTIONED RESCALED
DISTANCE '1'0 DISTANCE VAtUE/FIVE.
:NEXTPOINT' POIN'];

... IN'rERVALSCALE·
1 No Need for - - 1,000

Training
2 Very Little 807 0,544 1.,544

Need
3 Need for 1874 1,265 2,800

Training
4 Great 2731 1,834 4,652

Need
5 Very Great 516 0,348 5,000

NE'~d

The interval scale generated here is also different from
the assumed numerical values of 1, 2, 3, 4 and 5 of the
five-point verbal rating scale. Great Need and Very
Great Need are very close (4,652 to 5,000 rather than 4
to 5) on the developed scale and there is a large gap
between Need for Training and Great Need (2,800 to 4,652
rather than 3 to 4). The rescaled mean ratings of the
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amongst the respondents. Three other competencies,

Initiative, Direot Persuasion and Influence and

Financial Skills, also had standard deviations of less

than 0I 6 which shows that there was more agreement on

these competencies than on the others.

The competency Risk TClking had the largest standard

deviation of 1,12 which reflects the largest extent of

dispgreement amongst the respondents. This was

significantly more than the next largest standard

deviation of 01975 in respect of the competency Computer

Literacy.

5.4.3 Factor Analysis

The rescaled data in respect of the ra

tings of the importance of competencies was also

subj ected to factor ana'l.yeLe . 'I'he Eigen value summar-y

generated by this analysis and the Scree plot are set

out in Appendix 8. The summary zeveaLed that nine

factors had Eigen values greater than one. However ,

several factor solutions were investigated but none were

readily interpretable. The factor analysis therefore did

not reveal any

the data.

interpretable underlying constructs in
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Business Sense and Curiosity and it is not surprising

therefore that attorneys in small firms considered this

competency to be more important than their colleagues in

larger firms.

Attorneys operating in larger firms rated the

competencies of Strategic perspective, Analytical

Thinking and Judgement and Group Management and Teatnwork

of greater importance than did attorneys operating in

smaller firms. Group Management and Teamwork is

obviously of more concern to larger firms because more

people are employed and more work is carried out by

teams than in smaller firms where attorneys operate

independently of each other. In larger firms more work

is also delegated. Madden (1991b) believes that

individualism characterises partnerships. Strategic

perspective is probably rated more highly because larger

firms have more factors impacting on them and therefore

have to take a more macro strategio perspecti '\I'eI whereas

smaller firms would have more of a micro perspective,

King (1993, p. 6) st'.tes that "in a large law firm, the

essential criterion is to ensure that the firm as a

whole moves forward to the effective achievement of its

objectives. This is evidence of a conoern with a

strategic perspective in large practices",
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Although in terms of overall rating, Risk Takitlg was not

considered important by attorneys (mean rating of 3,03) I

it is noteworthy that attorneys in small firms gave it a

higher rating of 3,23 whioh is still below the cut-off

for important. The overall mean rating of 3,28 (ghown

in 'l'able 10) for the compet.enoy Concern with Impact

excluded :Lt as a competency of importance to attorneys.

HoweverI the mean of the rating for this competency by

attorneys operating in small firms is 3,43 which implies

that it is considered compariti'V'ely more important as a

competenoy for those attorneys.

The other competencies which attorneys in smaller firms

rated of more importance require closer scrutiny.

stamina/Tenacity and Productivity Orientation relate to

the individual output of the attorney. In a smaller

firm the pressure to perform and produce are greater

because of the lack of other income earners. Therefore

greater Stamina/Tenacity are required. Perceptual

Objectivity and Interpersonal Confliot Handling and

Negotiation Skills are important behaviours for people

worldng in smalleJ;', more intimate natural wo.r:k groups.

Walker (1992, p .152) states that IImanagers axe

entrepreneul.AiaJ. when they search purposefully fell."

cho.ngesI r.espond to chemI and exp).oit them as

opportunities". This statement is very simila:t' to the

behavf.oura l indicators which doscribe the oompetency
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TABLE19: COMPARISONOF IMPORTANCEOF COMPETENCIES

.. MEANS MEANS
SMALLFIRMS LARGE FIRMS

~tegid Perspective 3,87 4,20
Analytical Thinking & 4,17 4,44
wudgeme:n.t
Stamina & Ten~city 4,19 3,92
Group Management & 3,84 4,17
Teamwork
Concern with Impact 3,43 3,08
Percept1J~al Objectivity 4,05 3,69
productivity Orientation 4,27 3,91
Business sense & Curiosity 3,94 3,56
Interpex'sonal Conflict 4',21 3,91
Handlinsr & Negotiation
Skills
Risk Taldng 3,23 2,70

Attorneys in small firms rated Stamina/Tenacity;

Perceptual Objectivity; ProdUctivity Orientation;

Business Sense and Curiosity; Interpersonal Conflict

Handlirlg and Negotiation Skills i and Risk TaJdng of

greater .:i.mportance than attorneys in large firms. These

compecencfes can be desc/dbed as charact:edstics

requirec'! by managers in smaller entrepreneurial type

organis~ltions. The higher ratings of these competencies

by attcrneys in small firms is probably due to the

limited resources and support structures available to

attorneys operating in smaller firms. Attorneys

operating in larger firms will have more checks and

balancel~; mor'e sUPPl.lrt structures; and more resources

available to them and therefore would not be expeoted to

dons Ldez these competencies to be as important as

attorneys in small firms.
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6.2 . 3 Relationship between Ranking of Competencies &

Size of practice

It was proposed in paragraph 3.5 that attorneys

practising in different sized practices would require

different managerial and service competencies to perform

effectively. This would be shown if there was a

significant difference in the ranking of the means by

at torrieys practising in different sized organisatic'ns.

The cluster analysis had revealed two distinct groupings

of practice size I namely attorneys operating in small

firms and attorneys operating in large iirms. The

results of the T...tests carried out on the rating::l of the

importance of the competencies are set out in Table 16.

The T-tests revealed that. there was a significant

difference in the rating of :1.1of the 31 competencies

set out in Table 16 by attorneys practising in small

firms when comp~red with the ratings of attorneys

practising in large firms. This means that attorneys in

the two groups differed on the importances of 11

competencies. Howeverlit also means that there was a

great deal of consensus amongs attorneys, irrespective

of the size of the practice in which they operate I in

respect of the othe:r.· 20 competencies. A comparison of

the means of the two groups Ln x'espect of the II

competencies is set out in Table 19.



140

Efficiency Orientation
Achievement Motivation
Communication Skills

courtesy Communication Skills
Interpersonal Conflict
Handling &
Negotiation Skills

Communication - Communication Skills
Self-confidence
Interpersonal Conflict
Handling &:
Negotiation Skills

Credibility Communication Skills
Interpersonal Conflict
Handling &
Negotiation Skills
Self-confidence

Security Communication Skills
Interpersonal Conflict. Handling &:
Negotiation Skills
Self -oonfd dence --Understanding Analytical 'l'hinlcing&
Judgement
communication Skills
Initiative
Achievement

Tangibles Efficiency Orientation
Achievement Motivation
Initiative
Productivity orientation, ____

The remaining 19 competencies with means above 3/607 as
shown in Table 10 I were all considered to be import:~.nt
for the attorney's roles of manager and service
provider. In total 29 competencies were l;'egardedas
impol;'tant:.characteristics or behaviours necessary for
the attorney to perform the managerial and service casks
and functions of his/her job with competence .:i.nthe next
five years.
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distu~bance handler and negotiato~. Initiative,
Self-confidence, Communication Skills as well as
stamina/T1anaOJ,ty are Ltnpor t.ant; compebenod.es for
Mintzber~51s (1972) managerial roles of Leader' and
;figurehead.

F. The above ten competencieB rated as ve~ important
axe also essential for the p~ovision of a quality
service. Table 18 oontains a comparison of these ten
oompetencies with the ten determinants of service
quality of Parasu~am&n et al (1985) set out in Column
1 of Table 18. [The ten dete~minants of servioe
quality are set out in Table 4 on pages 62 and 63.]
Column 2 contains the competenoy whioh it is
SUbmitted oontributes towards the service quality
determinant.

TABLE 18: COMPARISON OF IDENTIFIED COMPETENCIES WITH
SERVICE QUALITY DETERMINANTS

SERVICE QUALITY RELEVANT COMl?E,!'ENCY
DETERMINANT
Reliability Efficienoy OrientaEIOn

Aohievement Motivation
Productivity O~ientation
Stamina & Tenacity
Self-oonfidence

Responsiveness Effioiency Orientcltion
Initiative
Achievement Motivation
P~oduotivity o~ientation
Stamina & Tenaoity
lnte~pe~sonal Conflict
Handling &
Negotiation Skills

Competence All 10 comEetenoies --Auoess Self -oonfLdence
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three competencies were component.s of Spencer &
Spencer's (1993) generic managerial competency model.

C. Analytical Thinking and Judgement and
Communication Skills are traditionally seen as strong
characteristics of attorneys and it is not surprising
that these were highly rated. Nevertheless, it is
significant that these are seen as very important
competencies by attorneys in the context of their
roles of manager and service provider. Larkin &

Ferreira (1990) comment that the fUnctional act:i.vity
of communications is an important activity for firms
in managing their relationships with clients. In the
context of service provision, therefore, the
competency Communication Skills is very important.

D. Initiative and Self~confidence are also important
traits for lawyers and therefore they would be
expected to obtain high ratings from lawyers in
respect of their roles of managers and service
providers.

E. Communication skills are also important
competencies for Mintzberg's (1972) managerial roles
of liaison; spokesman; and negotiator I as is the
competency Interpersonal Conflict Handling and
Negotiation Skills for Mintzberg's (1972) roles of
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Productivity Orientation
Interpersonal Conflict Handling and Negotiation
skills
Financial skills
Stamina and Tenacity.

The above list of competencies represents a wd.de l"ange
of skills and a number of observations can be made about
these competencies:

A. Spencer & Spencer (1993, p , 199) produced a

generic managerial competency model which was derived
from models of competencies of an entire range of
managers and which fits all managerial jobs
"reasonably well but none precisely". Four of the
ten competencies considered to be very important by
the respondents are included in the Spencer & Spencer
(1993) model, namely Ana.lytical Thinking & Judgement,
Initiative,
MotiVation.

Self-confidence and Achievement

B. No respondent gave Achi(~vement Motivation,
Analytical Thinking and Judgement or Self-confidence
a minimum rating of less than 31607 on the developed
scale which means that all attorneys considered these
competencies to be at least important. Th~se
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competency incorporates two important elements of the

classical management school's definition of the tasks of

a manager I namely planning and organising. It also

covers Mintzberg's (1972) managerial roles of resource

allocator and monitor. Efficiency Orientation is

considered an important competency for any manager and

was present in some form or other in all the lists of

competencies set out :i.n Table 3 on pages 52/ 53 and 54.

In the light of Kanter's (1989) observation that a

diff'erent set of individual skills is l:'equired in the

future to meet the strategic challenge of doing more

with less, it is encouraging to note that the

respondents afforded this competency the highest mean

rating.

The following ten competencies obtained (;1. mean score of

4,08 or more, which meant; that the respondents

considered these competencies to be very important for

the purposes of managing their praotices effectively and

providing a consistently high quality service:

Efficiency Orientation

Analytical Thinking and Judgement

Communication skills

Initiative

Self-confidence

Achievement Motivation
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:rherespondents were asked to add any competencies which
they thought were important and which did not appear on
the list. A. amall number of respondents did add extra
competencies and these are set out in Appendix 10.
However, it is submict.ed that all these additions were
adequatelY covered by the 29 identified competencies and
their behavioural indicators. The competency which, it
is suggested covers the additions I is set out in the
second column of Appendix 10.

It is submitted that the remaining 29 competencies
represent a comprehensive list of managerial and
services compet.encies required for attorneys. These 29
competiencLes are related to effective performance and
therefore the possession of these competencies will lead
to effective performance in the managerial and service
aspects of an attorney's job in the next five years.

6.2.2. Ranking of the Importance of Competencies
A further aim of the research set out in paragraph 3.3
was to prioritise the identified competendies by
determining their relative importance to attorneys. The
ranking of the means of each competency in order to
achieve this aim is set out in Table 10.

As can be seen from Table 10, Efficiency Orientation was
ranked as the most important competency. This
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competencies of Concern with Impact (mean of 3,28) and

Risk Taking (mean of 3,03) were of little importance.

The remaining 29 competencies were regarded by attorneys

as being either important or very important for the

effective performance of their roles of managers and

service providers.

As the attorney's profession is inherently conservative,

the low rating of the competency of Risk Taking, Was to

be expected. It was inserted following the five open-

ended interviews referred to in paragraph 4.2.2 where it

had been identified by one of the interviewees as an

important competency. Nevertheless, it was not regarded

as important by the respondents.

The competency of Concern with Impact was defined as

"the characteristic of acquiring symbols of power in

order to have the power to impaot others; interest and

conoern in status and reputation; being good at

influencing and persuading others." It is therefore

surprising that this competency was rated so low. That

part of the descriptor which refers to 'acquiring

symbols of power in order to have the power to impact

others' may have resulted in respondents rating this

competenoy in a socially desirable manner.
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CHAPTER SIX DISCUSSION OF THE RESULTS

§.1 Introduction
This chapter contains a discussion of the results set
out in the previous chapter. The results will be
discussed in conjunction with the research pr'oposi.tLons
set out in chapter Three.

6.2 Imgortance of the Competencies
6.2.1 Identification of Competencies
The primary aim of the research set out in paragraph 3.2
was to identify the manage-rialand services competencies
required of attorneys by establishing the types of
competencies required for effective managerial
performance and for nhe provision of a high quality
service. The results of the statistical analysis of the
data relating to the identification of competencies ax's
set out in Tables 10 and 11.

Table 11 shows that of the 31 competencies included in
the questionnaireI only two competencies had means of
less than 3,607 on the developed interval scale. In
terms of this scaleI a score of less than 3I 6()7 meant
that the re~pondents considered the competency to be of
little ~mportance, as 3,607 was the cut-off point for a
ranking of important. As revealed in Table 10, the
respondent attorneys therefore felt that the
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Step 6: Train learners.

Step 7: Evaluate training results - This involves

an assessment of on-the-job behaviour,

folloWing the training.

The above seven step model is a useful tool for

developing training and development initiatives. :rt

is competency based and therefore must have Lnput; from

the incumbents j,n the job. It is suggested that the

identified competencies could form the basis for

developing the training programmes referred in the

following paragraphs using the seven step modeI of

Spencer & Spencer (1993). This research has completed

only the first step, but it is submitted, the most

important step of the modeJ.• The other steps will

have to be completed by the organisation concerned.

'rhe seven sr.ep model is more sud t.ed co in-house

organisational training and development initiatives

than formal education at university.

6.4.2. Training and Education of Lawstudents at

Tertiary Level

Attorneys identif:l.ed twenty nin(~ manager:i.al and

servioe oompetenoies as being important for effective

practice management and servioe provis~on. AJ.though
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Step 2:

Step 3:

Step 4:

Step 5:

The competency model must specify the
competencies required for supe:dor
performance in a present or future job.
Identification of those competencies which
ar.e cost-effective to train versus to select
for. Although competencies can be trained,
it may be more cost-effective to hire
someone who possesses core competencies than
to instil them in someone who doesn't.

Select the most cost-effective development
options. 'there are many competency
development options available e.g.

formal competency-based training
development centres
self-devel(")pmerltresource guides
computer ~nd interactive video~assisted
self-instruction job assignments
mentoring relationship

Develop assessment methods and training
curricula.

Train trainers - The tr.ainers need to be
taught in competency content and competency
development process skills.
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6.4 Basis for Training

6. 4.1 :tntr!;)duction

In paragraph 3.6 it was proposed that the competencies

identified as important in terms of paragraphs 3.2 and

3.3 an.d in which it was esta!:llished a need for

t.raining exi at.ed in terms of paragraph 3.4 could be

used as a basis for establishing training and

development programmes for attorneys and prospectj.ve

attorneys. A number of suggestions on the use of

competencies in formulating such programmes is set out

below.

It was cleclr from the ratings of the means in respect

of the need for training that attorneys professed a

need for training in eight competencies which were

described as busineBs skills and interpersonal I
communi.catIon skills. Dubois (1993, p , usn states

that "learning after the formal completion of

elementary or secondary education is no longer an

option but an important necessity for most persons".

Spencer & Spenoer (1993, p , 294~2$l8) list the

following seven steps for developing a oompetency~

based training po;-ogrammein a buai.naas environment:

Step 1: Development of a competency model ~
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amongst at noxneys regarding the importance of
competencies than the need for training.

Of the competencies which had a mean rating of 4,08 or
higher in respect of their importance, which meant
that they Were considered by attorneys to be very
important, only the competencies Communication Skills;
Interpersonal Conflict :Handling and Negotiation
Skills; Productivity Orientation and Financial Skills
were perceived by attorneys as competencies in which a
need for tJ':ainingexisted. TheSe competencies can
therefore, be considered the critical areas in
practice management and service pl:ovision which
require training. They are vitc!l.lokills for practice,
yet a need for training exists in these skills. All
the other competencies which were rated as very
important were not considered competencies where a
need for training existed.

The Iother competencies which were identified as
requiring training weJ:e considered to be important.
These were Computer Skills, 13usiness Sense and
CUriosity, Managing Diversity and Presentat~on skills.
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cut-off of 2/80 for need for training. However, this

rating of 2,345 is well above the cut-off of 1,55 :for a

rating of Very LJittle Need on the developed scale. This

can be interpreted to mean that a larger number of

individual at t.ozneya in small firms perceived a need for

training in Risk Taking than attorneys in larger firms.

,T.he.fact that the~e was only one s:i.gnificant difference

QUI: of 31 possible differences in respect of the need

for training between small firms and large firms can be

it: ~rpret:.!)d to mean that there was a great deal of

consensus in respect of the need for training in the

id(?l1tified competencies a,mongstall attorneys.

6,3 :...L_. Comparison between The Rankings of '1'heNeed for

Trai11ing and The Importance of Competencies,

The mean rankings in respect of the importance of

ocmpet.eucd.ea are set out in Table 10 and the mean

rankings in respect of the need for training are set

out in Table 13. A comparison of these rankings is

discussed below.

The standard deviations in respect of the ratings on

the impurtance of competencies reanged from 0,524 to

1,121, whereas the standard deviations in respect of

ratings on the need for training ranged from 1,027 to

1/422. This means that there was more conceneus
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organisatior, particularly a service organisation.

Walker (1993) states that human resource strategies are

important because they provide alignment of human

resources practices with business strategy.

6.3.3 Relationship between The Need for Training

and Size of Practice

J.t was proposed in paragraph 3 .5 that attorneys

practising in different size practices would have

different training needs. The results of the T-tests

carried out on the :I::atings in r~spect of the need for

training are set out in Table 17.

~he T~tests revealed that there was only one significant

di.fference in the ratings in respect I?.E the need for

training by attorneys practising in small firms when

compared with the l"atings of attorneys practising in

large f:lrms. The competency Risk Taking was the only

competency where a difference existed. As can be seen

from Table 13 i the respondents excluded Risk Tal~,ingas a

competency reguiring training. Table 17, shows that

attorneys practising in small =~rms rated the need for

tl"aining in Risk Taking at a mean rating of 2,345 as

opposed to attorneys in 1'1rge flrms who gave it a mean

rating of 1, eS4 on the developed scale (see Table 12).

The mean rating in respect of the need for training of

~,345 of attorneys in smaU :f:I.rms is still below the
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be inferred that the respondents did not perceive a need
for training in the identified factor of personal
characteristics. On the other hand the three
competencies which comprised the identified factor of
managing people skills respectively had mean ratings in
respect of the need for training of:

.::.

Managing Diversity:
Group Management & Teamwork:
Managing Staff:

2,81
2,78
2/74

~he cut-off point which indicated a need for t~aining on
the developed scale was 2,80. The score in respect of
the competency Managing Diversity was above this cut-off
point and the scores in respect of the other
competencies Group Management and Teamwork and Managing
Staff was just below the cut-off. If one takes the
highest score of 2,81 as characterising che need for
training in the identified factor, a need for training
exists in the factor Managing People Skills. The factor
is comprised of competencies which relate to the
management of human resources in organisations. Human
resources are the most important reSOurces in a service
oriented organisation. It can be argued that th~
Managing People Skills factor is vital to the success of
any service o:t:'ganisat:l..on.The managing of people is an
important element in the overall strategy of any
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of the 31 identified competencies. These are listed in

the second column of Appendix 11.

Two respondents commented that they did not believe that

a .person could be trained in oertain of the

competenoies. If one considers the competencies that

received low mean ra.tings, particularly the last three,

Self-confidence; Self-control and stamina/Tenacity, it

can be deduoed that attorneys peroeived that training in

these competencies was not possible. Almost all the

competencies that received low ratings on the need for

training can be considered soft skills. However,

Spencer & Spencer (1993, p.286) make the statement that

all "competencies can be taught".

9.3.2 Need for Training artd Identified Factors

Two factors underlying the need for training in the

competenoies had been identified by means of factor

analysis (see Table 15) ;

l?ersonal Chal:'acteristics
I

Managing l?eople Skills

The three competencies which received the lowest mean

ratings in respect of the need for training wer~ also

the first three competencies which chare erised the

identified factor of personal characteristics. It can
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industrial relations arena and the increasing use of

alternative dispute resolution mechanisms,

~ll the other competencies had a mean rating of more

than 1,544, the cut~off point for a rating of very

little need for training. This means that they were

considered to be competencies where ve: , little need for

training existed. No competency was rated less than

1,544 which means no competency was regarded as have no

need for training. At least eight Competencies can be

considered to be tending towards a need for training as

they had mean ratings of above 2, 5 : Group Management

and Teamwork; Managing Staff; Efficiency orientation;

Relationship Building; Developing Others i Identifies

Options in order to Progress; strategic Perspective and

Analytical Thinking and Judgement. This in effect means

that there are still a large number of individual

attorneys that do perceive a need for training in these

competencies.

The respondents were also aSked to state any

competencies not on the list of identified competencies

in which they required training and development over the

next five years. The responses are set out in Appendix

11. Aga:i.:nit is submitted that the competencies listed

in response to this request can be identified with one
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Computer Literacy
Financial Skills
productivity orientation
Business Sense & Curiosity
Interpersonal Conflict Handling & Negotiation
Skills
Communication Skills
Managing Diversity
Presentation skills

The first four competencies listed above can be
classified as business skills and the remaining four can
be classified as interpersonal/communications skills.

T.he business skills can all be considered hard skills
and skills in which training is readily available from
consultants. The interpersonal/communications skills
can be regarded as soft skHls . Communications Skills
and Presentation skills are popular subjeccs for
training programmes and many are available. Managing
Diversity is important from a South Africa perspective,
particularly in the light of the importa.nce of
affirmative action initiatives and pressures for the
democratisation of the workplace. l:nterpersonal
Conflict Handling and Negotiation Skills have gained
prominence in recent years particularly in the
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C. The differences should also be considered in
aSSessments of potential and when conducting
perfol;'manceappraisals.

The discussion of the results of the analysis of the
data on practice size shows that the size of the
practice Ln which the attorney operates is an important
variable which must be taken account When considering
managerial and service competencies of attorneys.

&..,_:i__ Need for Training
6.3.1 comm~tencies and The Need for 'rraining
A fUl;'theraim of the research, set out in paragraph 3.4,
was to establish the perceived need for training in the
identified competenci~~. It was proposed that a need for
training exists in the identified competencies. The
results of the analysis of the data on the need for
training are set out in Tables 1.3and 14.

:rhe results show that a need for training exists in
eight competencies. computer Literacy was identified as
the competency in which t.he greatest need for L:raining
existed amongst t he respondent attorneys, followed
closely by Final'l.cialSkills. Only eight competencies
obt.ained a mean rating of 2,80 or more, i.e. the cut-off
which showed a need for training existed. These Were:
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Walker (1992I p. 152) observes that practices and
thinking in different sized organisations differs to the
extent that "practices and thinking associated with
larger, more complex organisations may overwhelm
smaller, entrepreneurial opez-at.Lons". This statement
provides support for the differences observed between
the groups.

The differences observed in the prior±tisatiort of
competencies between attorneys practising in small firms
and those practising in large firms has significance for
several humartresources initiatives:

A. The personal profile of the ideal attorney for
a slT\9.11firm is different from the profile of the
ideal attorney for a large firm as competencies
were accorded different weightings by attorneys
operating in the different sized practices. When
recruiting and selecting for attorneys in small,
fh"1tls,the ideal person for the position will be
different than the ideal person for a large firm.

B. The.ml,nagerial and service t:t."ainingand
development of attor.neys must take account of these
differences, as it can no longer be assumed that
a:l attorneys require the same management and
service training.
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form the subj ect of future research into the

manag~rial and service competencies of attorneys.

Although, attorneys were requested co rate their

perceived training needs, it Was impossibls to assess

the extent of individual attorney's proficiency in any

of the identified competencies. This too could be an

interesting area for fUrther research, namely the

extent of an attorney's competence in the identified

oompetencies.

~he behavioural indic&tors for each competency were a

result

models.

of a combination of a number of competency

A precise <Jon\pa:dson with research on

competencies using competend;i.es set out .in other

generic maltage:dal competency models is therefore not

possible without:. :first comparing the differences in

their behavioural indicators, with the behavioural

indicators given for the competenci.es used in this

research.

'r'he ex.tent of the attol"neys roles of manager and

service prOVider in comparison with other roles in the

full context of t:he attorneys job was not explored.

Again this is an aspect: wh;1.ch requires further

research.
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7.3 Areas for Further Research

No attempt was made to differentiate between ordinary

and superior performers in this study as Barker (1992)

did in his research. The only way thil:J ccu'l.d have

been done in smaller firms was to approach dlients.

This was considered to be impractical. J':n large firms

senior partners could have been appxcached, but this

would have affected the uniformity of the study across

praotice size. However, in the ini tj.al interviews I

the interv;i,ewees we:r:e requested to consider the

managerial and service competencies whioh superior

performars possessed. A study comparing ordinary

performers with superior perfo:r:rners could be conducted

in the future/ possibly in large firms.

As with Barker's (1992)

directly measure the

study,

impact

this study did not

of the va:dable

"organisational environment 1 in any way. This variabl~~

was assessed in respect of the siz~ of the practice in

which the attol'ney operates. However, the

organisational snv:Lronmen.t may differ even with:Ln

organisations which are of a similar size.

"Organisational environment I as a variable must be

considered when at:tempting to r,tpply the j()b ccmpebency

approach to a particular legal firm. The Significance

of "organisational environment I as a variable could
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development of prospective attorneys at tertiary
education level and for existing Dractitioners;

E. In regard to the need for training, several
competencies were regarded as similar and grou.ped
into two factors; personal characteristics and
managing people skills. A perceived need for
training exists in the managing people skills
factor but not in the personal characteristics
factor. Managing people skills was considered to
be a strategically important training need;

F. The identified competencies can be used as a
basis or as input for:

genel:al managemt'~ntcourses at tertiary
education level
practical legal education and training
courses and curricula
in~house company training and development
programmes for attorneys
performance appraisals of act.orneys
t..~ recruitment and selection of attorneys

based on the widespread application of competency
models in the abovementioned areas.
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The study revealed that attorneys practising in
smaller size practices rated certain compe.cenoiaa
as being signi:Eioantly more important than did
attorneys practising in large firms. These
competencies related to issues which were
important to smaller entrepreneurial type of
organisations. A number of other compet.encdea
were rated significantly more important by
atcoeneys practising in large firms. 'l'hese
related to issues which would have more a
significance to larger organisations. These
results show that different size practices
require attorneys with different competency
profiles. Conversely, an attorney with a certain
competency profile will be more effective in a
smaller firm than in a larger firm. This finding
has important implication for individual career
choices, recruitment and selection and training
and development interventions;

D. A need for I:rail1.ingex.i.st:;!amongst attorneys in
eight competencies which can be regarded as
encompassing all the functions of general
business management. The identified need for
training in those competencies reveals a need for
a general business management oourse in the
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Practical Legal Training and Continuing !Jegal
Education Departments.

7.2 Significant Findings
The research yielded a number of significant :eindings!

A. Twenty~nine managerial oompetencies were
identified as being important for the attorney to
manage his/her practice effectively and to
provide a guality service. These competencies
can be regarded as forming a comprehensive list
of competencies which an attorney requires to
perform the task and fUnctiol1 of the roles of
manager and service provider with competence.
The possession of these competencies will lead to
the effective performance of these roles;

a. The managerial and service dompetendies
identified in the study relate specifically to
attorneys, but many of the competencies contained
in the model are found in other generic
managerii;1.1competency models. This means that
although the list;:of competencies is unigue to
attorneys, their managerial roles have much in
common with other managers;
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The research has highlighted that a legal firm is a

busine8s entity and should be mane~ s such. It has

also emphasised that the legal profession operates in

the service industry and consequently, the principles

of service industry management also apply to legal

firms. These points imply that attorney I s fil:ms need

to be managed as businesses operating in the sel:vice

industry. It was found that the job competency

approach to management was a useful one and that its

hitherto wide application, can equally be applied to

the attorney's roles of manager and service provider.

This represents the application of a modern theory of

management to a profession which has a reputation of

being conservative and resistant to change. It is

submitted that t.he research has highlighted areas

relatil;J to the development of attorneys which require

intervention and it has suggested the means of

effecting' -se interventions. As such it can be seen

as assisting in the facilitation nf much needed

changes in the profession.

'I'he research was in many respects exploratory research

as the job competency approach had not yet been

applied to the attorneys profession as far as the

researcher Wa.!Jaware , 'l'he need for this Jdnd of study

in the legal profession can be senn in the support

given to it by the Association (~t: Law Societies'
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CHAPTER SEVEN CONCLUSION

7.1 Contribution of the Research
The attorney is the principal role player in every
legal practice. A legal practice is an organisation
whose ~eason for existence is to make a profit. AS an
organisation, the legal practice is composed of people
who perform specialised tasks that are co-ordinated to
enhance the value of a legal service that is wanted by
and provided to clients. The legal Practice must
therefore provide an effective legal service if it is
to make a profit. The attorney is a key player in the
provision of the legal service. At the same time the
attorney .:i.stasked with managirLg the legal practice.
The primary objective of a manager Ls to ensure that
the organisation, in this instance a legal practice I

serves its basic purpose which is the efficient
provision of a llSgal service to its clients i11 order
to make a profit.

This study set out to contribute towards the
achievement of this purpose by identifying those
managerial and service competencies that would enable
an attorney to manage his/her 'practice effectively and
provide a .high quality service.
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Continuirl.g Legal Education Department of the
Association of Law societies can structure their
courses to meet these needs. In addition, law firms
could develop their own in~h()use courseS to meet thes.::
needs, using t.he seven atep plan referred to above.
There are many manaqetrent;consultants and educational
institutions who offer general busines~ management
courses. Legal firms could clearly benefit from these
courses.

It is submitted that the discussion af the results of
the research shows that the aims of the research set
out in Chapter Three have been fulfilled.
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training exists form a good yardstick against which
the Association of Law societies can test whether this
course meaSures up to the need for training expressed
by the profession in this study.

6.4.4 Training and Development of Practising
Attorneys
According to Madden (19910) much of the criticism
leveHed against the profession today falls into thre~~
areas:

outdated attitudes
computer illiteracy
business illiteracy

The expressed need for training identified in this
research supports the last two elements of this view.
Madden (1991c, p. 769) continues" rthat) to be useful
to the pxofie aad.on in the longer term, students
graduating from university need to be computer and
business literate»,

The research elicited the views of lawyers who were
already in practi.ce. The identified need for t!'a:i.ning
in the Elight competencies identified in paragraph
6.:1.1 shows that existing legal practition~rs would
benefit from training in these ooursea . The
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COMPETENCY EUSINESS FUNCTION

Information Technology
Financial Function
production & operational
Function
Overall Business
Function

Interpersonal Conflict Personnel Function
Handling & Negotiat1on Skills

Computer Literacy
Financial Skills
Productivity Orientation

Business Bense & Curiosity

communication Skills Marketing FUnction
Personnel Funotion
l?ubJ.icRelations
Function
Personnel FunctionManaging Diversity (as part

of Managing People Skills
Factor)
Presentation skills Relevant to all

F\.tnctions

It i!3suggested that the above competencies form the
bas i.afor the establishment of well··balanced course in
manaqement; for law students and legal practitioners.

The practical legal training schools have now taken
the initiative and the School. for Legal Practice
:lncludes a practice management course in one of its
modules. The competencies in which a need for
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presented by the Law ?aculties of the Universities
mentioned.

6 .4 .3 Post nniversity 'rraining
The eight competencies identified in paragraph 6.3.1

a$ those in which a need for training exists coincides
with many functional areas of business. The expressed
need for training in these competencies represents a
plea from the profession for an overall business
management course. This is suppo'rt.ed by the division
of business management by Cronje et al (1990, p. 22-

23) into seven functions or
management:

functional areas of

general management fUnction
marketing fUnction
financial function
production or operational function
purchasing fUnction
personnel fUnction
public relations function

The competencies in which a need for training exists
can be compared to Cronje's et al (1990) business
functional areas:
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some of these competencies may be inherent
characteristics and possessed by certain law students,
it is submitted that many other students do not
possess them. The process of developing these
competencies must begin at least at tertiary education
level. It can be argued that the legal education that
students receive does indirectly develop som€:of these
competencies, such as Analytical Thinking and
Judgement. However, it is submittGd that a core
content course in the legal education of every law
student should be a management course with a service
industry management component. For many years Latin
was a requirement for admission to the profession.
This requirement has recently been scrapped.
A rnanaqement;course could replace such a cour-se wi.th
greater benefit. Madden (1991a) believes that aspirant
lawyers should be shown the principles of good
practice management while still at university as this
exposure to principles of management will increase
their chance of success later.

The courses presented by the respective J;i'acultiesof
LaW of the University of the Witwatersrand and the
Rand Afrikaans University are set out in Appendixes 12
and 13 respectively. These course lists show that no
business couxses or practice management courses are



• Maintains a. high level of activity and produces a
high level of output. Dulewicz (1989).

.. Actively Lnf l.uencea events to achieve goals.
Dulewicz (1989) .

.,L_ INITIATIVE

G The tendency or disposition to act in a self-
directed "lay. McBel:'(undated).

• Taking action before being directed or forced by
events. McBer (undated).

• Precipitates action. Boyatzis (1982).
.. Seizes opportunities, seeks in-depth information

from a variety of sources. McBer (undated).
.. Does sigD~ficantly more than is required. Eoyatzis

(1982) .
.. Is proactive. Boyatzis (1982).

• Is an initiator. Boyatzis (1982).
.. Is a self-starter and originator. DUlewicz (1989).

4. CONCERN FOR ORDER

.. A concern for ensuring accuracy, quality and
orderliness of Work and :Lnformation. McBer
(undated) .

.. Gives attention to detail and carefully checks one's
own and other's work. MaBer (undated).



Apperldix 4

1. EFFICIENCY ORIENTATION

• A desire to find better or more efficient ways to do
things. Boyatzis (1982) / McBer (undated).

• Develops plans for achieving goals.
• O~ganises resources efficiently and effectively,

delegating work to the appropriate staff. Boya.tzis
(1982) / Pulewicz (1989).

• Plans priorities, assignments and the allocation of
resources. Dulewicz (1989).

• Makes full Ul:1I3 of own time and resources. Dulewicz
(1989) .

G Work is precise and methodical and relevant detail
is not ovexLcoked. Dulewicz (1989).

2. ACHIEVEMENT MOTI~TION

• ,Sets demanding goals for self and otihe.raand has a
desire to meet them. Dulewicz (1989) / McBeI'
(undated) .

• Is dissatisfied with av~rage performance. Dulewicz
(1989) .

• Sees a task through to completion irrespective of
obstacles and setbacks. Dulewicz (1989).

• Performs against a personal standard of excellence.
McBer (undated).
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MODULE 1

A tntroductlon
t, Structure and role of the profession
2, Attorneys' ethics
3, Communication skills and principles

3,1 taking of lnstructlons/oonsultatlon
3,2 logal writing

4. File adrnlnlstratlon
a Access to legal sources
6, Use of computers

B Criminal court practlce
1. Rules and procedures
2, Trial advoct\cy
3, Appearance

C Evaluation and remedial sessions

MOI)ULE 2

A lntroductlon to civil court praollco
1. taklnc of Instructions
2. preliminary steps belore IIUgatloll
3, chalco 01 rerum

B Magistrates' Court Practice
C Supreme Court Practice
o Capita

'1. Divorce
2, Insolvency
3, Motor vehicle accident claims
4, Malntenance
5, Credit agreemants

E Human rig his In pracllca
F Evaluation and remedial sessions

1" __ "_,,, •. ,,,_,_ •• ~_ •• ~ ... _" .•" .. ,' ••"',. ... "'"'~_ .... ,,._, ...

MODUllZ 3

\

A Drafting of contracts
8 Labour dispute resolution
C Wills, estates and trusts
D Forms of business enterprise
E Introduction to property law and conveyancing
F Alternative dispute resolution (APR)
G Evaluation and remedial sessions

MOOUlI: 4

A Practlce management and ndmlnletrntlon
B Legal accountancy
C Legal costs

F NATURE 017 TRAINING

I. Tl'ilillillA I~ P":lt'licl' OI'I(.'llll1tl'li 10 ('IlMll'l' tluu, upon conrpk-tlon or lilt' ~dll)ol,
Cilllllidllle i11101'nt')'Swlll lu' nhlc 10 pcrfonu 1ll0~1 ol'lhl: la~ks III II 1('A>l111I':I('li\'('
with Ihe MtNIMUM OF lit IPlmVI,sloN,

.I., 'I'h('IIlSIIII('IIlI'S 111'(' PI\AC'lrt'IONFH,s known I'lIl'(I\('II' \':-'P('I'I\'II(l' lind l'xlll'rlbl',
The "llluck l.iI\I')l'I's ASMll'!:lllllll" (11l!\) and "I.HIV)('rS Ihl' 1I1IIlHln IUghl~" (II lit)
III'e involved In the (rillnlnA rOIIl'cl'nlng court sldlls and human rlghls
rcspccuvcty,

;1. Muxlnuun !'HAC'l'leAI. W()IIl\ Is ('SSl'lIllal ",1\1'1'1'1111'1',It 11'111Ill' PI't'SIIIlWd that
cundldutcs have It hilSll' knowledge 01' Iht'ol'l:t il'al Pl'illl'lpil's,

of. Cllndldatcs who huve II rlf.\111 or npP('III'lIlll'(' cvrnttcuu- 11'111IIPI1('1II' 11\AC'IH\L
mutters Oil hchulf of 11('l'IISl'dlWI'SOIlS In Ihl.' 1H1lf.\ls(I'IIit's' ('IHII'ts, I'l'I'Slllls who do
1101 hnve n right or 111111('111':11)('(' ('l'I'lilklltl' \\'111h(' 1111'011'1'''111 tltc PI'l'piII'atloll of
ruses IIml wlllll~slsl Ihwi(' t'llIlllldill(',~ who do IWI'I'OI'II1 III court.



Courses
t. Objective of courses and the

admission examination
The objective of the courses Is to supplement

.V :7alolng provided by law firms with regard
to the knowledge, skills and attitudes re-
quired of a competent candidate attorney. Our
courses are practice-orientated.

Courses are also directed tOWards, and repre-
sent an Important facet of preparation for the
examination. The examination syllabus Is
taken Into account when the courses are
planned and presented.

2. Compulsory attendance and
recognition as articleS' served

2,1 In terms at Section 11 of the Attorneys
Amondment' Act; 87 of. 1989<; '.wl',loh
comes Into effect as on 1 da,nuarY:1994,
an applicant applying for admission as
an attorney must supply proof of satls-
factdry attendance of a course approved
by ~he local law SOCiety••

The full-tIme and part-time courses pre-
sented by the Practical Legal Training 0
Seotlon (PLT) of the Association of Law

-Bocletlss of the RSA (ALS) have been
approved for the purposes of this Aot.

2.2 The period oT attendance Is recognised
as articles served (Part A and 8 = five
Weeks; or Part-time course = five
weeks). The duration ot Part C Is one
weel< and attendance' Is also, being
recognised as, arncles served, althouoh
attendance of a fin'shlng course Is not
compulsory ..

2.3 Aftar completion of the full-time (both
parts A and 8) or part-time courses,
candidates will be Issued with a detailed
report at attendance.

Appendix 1

Contents of full-time and
part-time courses

Part A
o Supreme Court Practiceo Criminal Oourt Practice
o Magistrate's Court Practice
o Motor Vehicle Accidents Claims

Part B
a Attorney!> Ethics
o Wills and Estates
o Contracts
o Matrimonial Law
o Forms of Buslnest~ Enterpriseso Insolvency Law '
o Legal Costs
o Legal Accountancy
o l.abour Dispute Resolutlun
Cl Optional sUbtect according to.

regional Interests .

Contents' of finishing' courses:
PartC1 and C2. .
Part A· The examination system, MV',

and court procedure
Part B Estates, attorney's practice

, .,' and bookkeeping
The finishing course concentrates specifically
on the examination system, the various sec-
tions of the papers and revision of past exa-
mination papers. .
Candidate attorneys may enrol for one or both
parts.

4.

o

5. Course material
Gandlda\l~ cittorneys who are registered for a
course will receive the following from the A~S
attar the ')Ioslng date:

Sponsored by 8utterworth~ 3
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Robbins, S.P. (1987): organisation Theory:
Design and Applic,~tions, Second Eldition,
Cliffsr New uersey: Prentice-Hall, Inc.

sampson, D.H. (1983): Randell and 8a..x: The South
African Attorneys Handbook, Third Edition, Durban:
Butterworth Publishers (Pty) Limited.

Struoture,
Bnglewood

Sayles, L .R. (1993): Tb.e Working Leader, New York: 'rhe
Free press, a division of MacMillan Inc.

Spangenberg, H. (1990) : Assessing
Competencies, Cape ~['own: Juta & Co, Ltd.

Manage:ri<:l.1

Spencer, L.M. & Spencer S.M. (1993): Competence at Work,
New Yorl~: John Wiley & Sons, :rnc.

Stoner, G.A.F. & F'reeman, R.E.
Fifth Edition, Englewood cliffs,
Hall Inc.

(1992): Management,
New Jersey: pret:,tice

Walke:t, J.W. (1992) : Human
Singapore: McGraw ~ Hill Book Co.

Resource St:rat;egy,

Wisher / V. (1994): IIcompetel1cies: The Precious Seeds of
Growth? 11 in Personnel Management Volume 26 No, 7 July
1994.

Woodruffe, C. (1993): nWhat is meant by a Competency? II

Leadership & O):.'ganisation Development Journal, 14, 1/
pp. 29 - 36.

Yukl, G. A. (1989): LeaderShip in Organisations,
Elnglewood Cliffs, New Jersey: Prentice Hall Inc.
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Madden, L. (1991b): "Wat kan Prokureurs van Besigheid
Leer?", in De Rebus, October 1991, No. 286, pp 690-692.

Madden, L. (1991c).~ "Pubb i.nq the BUsiness back into
Law", in De Rebus, November 1991, No. 287, pp 768-771.

MCBer & Company (undated): Managerial and Professional
Competencies List of Competencies and Behavioural
Indicators, Upublished.

McGregor,
Knowledge,
Bass Inc.

F..B. (1991): Strategic Management of Human
Skills and Abili ties, San Francisco: Jo~sey

Miller, P. (1992): Management Consulting Competence,
Unpublished MM Research Report, Johannesburg:
university of the Witwatersrand.

Mintzberg, H. (1973): The Nature of Managerial Work,
NewYork: Harper & Row, Publishers.

Mintzberg, H. (1989): Mintzberg on Management - Inside
our strange World of Organisa c.ions, New York: The Free
Press - A Division of HacMillan Inc.

Moser, C.A. & Kalton G. (1971): Survey Methods in
Social Investigation, Second Edition, London: Heinemann
Educational Books Ltd.

Nell, P. (1992): Service Competencies in
Recruitment, Unpublished MM Research
Johannesburg: University of the Witwatersrand.

Norman, R. (1991): Service Management, Chichester,
England: Wiley & Sons Ltd.

Executive
Report,

Parasuraman, A., zeithaml, V.A. & Berry, L. (1985): "A
Conceptual Model and its Implications for Future
. Research." Journal of Marketing, Volume 49, Fall 1985,
pp. 41 - 50.

Pattison, A. & Boer, H.
Mites en die Realiteitll,
306.

(1993): "Dienskwaliteit - Die
in De Rebus, June 1993, No.

l?irow, P.G. (1993): A Guide for Management Research,
Johannesburg: WoodaGres Publishers.

Republic of South Africa (1979): statutes of the
Repul)lic of South Africa: Attorney's Act 53 of 1979 (as
amended) / Pretoria, Butterworth publishers (Ptl') Limited
kor the Government Printer.
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Hutchinso~, A.C. (1994): An Analysis of the Information
Obtained in an Investigation into Pari'l.legals and the
Ladder System of Training done by the Ladder sub-
cummitt8e of the Access Continuation committee,
Unpublished Report to the Sub-Committee of the Access
Continuation Committee of the Association of Law
Societies of the Republic of South Africa, dated 11
February 1994.

Kanter, R.M. (1989): When Giants Learn to Dance, London:
Simon & Schuster Ltd.

King, B. (1993): "tnterviews on Management and Growthll
in International Law Firm Mcwc:.gement, Issue One,
April/May 1993, pp 4-12.

Koontz, H. & Weirich, H. (1988): Management; Ninth
Edition, NewYork: McGraw-Hill Inc.

Kotler, P. & Armstrong, G. (1989): Principles of
Marketing, Fourth Edition, Englewood Cliffs, New Jersey:
Prentice - 4, Inc.

Lapinsky, A.T. (1989;: A Performance Based Approach to
Managerial Competence, Unpublished MM ReSearch Report,
Johannesburg: University of the Witwatersrand.

Larkin, S. & Ferreir, a , M. (1990): "Law Practice
Managment - Where Does Pructice Development/Marketing or
Communications Fit In?11 in De Rebus, February 19.90, No.
266, pp 83-84.

Levin, R.I. and Rubin, D.S. (1991): statistics for
Management, Fifth Edition, Englewood CliffS, New Jersey:
Prentice-Hall, Inc.

Leedy, P.D. (1993): Practica2 R",gearcb Planning and.
Design, Fifth Edition, New York: IJIacMillan Publishing
Company.

Lewis, E.A.I.i. (1982): Legal Ethics: A Guide to
Professional Conduct for SOtltll African Attorneys, Cape
Town: Juta & Co, Ltd.

MacKenzie, J.B. (1991): Service Quality at Sta~:Jes of
the Client-Attorney Relationship, Unpublished MBA
Research Report, Johannesburg: University of the
Witwatersrand.

Madden, L.
Business?!!,
616-617.

(1991a) : IIAre there any
in De Rebus, September 1991,

Attorneys
No. 285,

in
pp
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Cockerill, T. (1989): liThe Kind of Competence for Rapid
Change II in Personnel Mana.gement, September 1989, pp 52-
56,

Christie, P. (1993) : "African Competency Based
Affirmative Action Needed" in Human Resource .Management
May 1993, Volume 9 (4), pp 17-22.

Cronje, G.J. De J., Neuland, E.W., Hugo, W.M.J. & Van
~eenen, M.J. (1990) : Introduction to Business
Management, Second Edition, Halfway House, Midrand:
Southern Book Publishers (pty) Ltd.

De Klerk, (1995): Personal Telephone Conversation with
the Director of the Continuing Legal Education
Department of the Association of Law societies of the
Republic of South Africa held on 24 Marchi 1995, at
llHOO.

Dubois, D.D. (1993) : Competency-based Performance
Improvement: A Strategy for Organisational Change:
Amherst, Massachusetts: HumanResource Development Press
Inc.

DuLewd.cz, V. (1989): "Assesment Centres as the Route to
Competence II in Personnel. Management I November 1989, pp
56-59.

Fischer, H. & Maritz, D. (1994) : "Competence:
Efficient Way of Increasing People 'Potential' in Human
Resource Management, Volume 10 No.9, October 1994, pp
22-

Glaze, T. (1989): "Cadbury's Dictionary of Competence II

in Personnel Management, July 1989, pp 44-48.

Greatrex, J. & Philips, P. (1989): "Oiling the Wheels
of Competence II in Personnel Management, August 1989, pp
36-39.

Green, P.E. & T1.~ll, D.S. (1978): Research for Ma.rketing
Decisions, Fourth Edition, Englewood Cliffs, New Jersey,
Prentice Hall Inc.

Groenewald, J.P. (1986):
Analysis, stellenbosch
Booksellers.

social Research Design and
University Publishers and

Hot.oz ' s Diary and Law List
Hator's Stationery.

(1994) , Johannesburg:

HUman, P. (1991) : "An
Development in South Africa"
Managers for a Changing Sou tl1
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Approach to Management
in Educa ting & Developing
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It is submitted that the identification of managerial
and service competencies and tIle identification of
training needs in certain competencies will contribute
L~wards the future effectiveness of attorneys as
managers anQ service providers.
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7.4 Summary
The study identified a number of managerial and
service competencies which were regarded as important
in the. context of the management of legal practices
and the provision of legal services. The importance
of competencies for effective performance is an area
which the study and the literature review has shown to
be one which requires attention in the legal
profession. Managerial and service competencies have
been neglected in the training and development of both
practising attorneys and prospective attorneys. The
legal profession would be ill advised to neglect
business management and service industry management
any longer in the development and training of members
of the legal profession. It is the joint
responsibility of both the profession and the
universities to include these areas of management in
their training.

The profession requires an infusion of modern business
practices and the results of this study will
contribute towards that infusion. 'rhemanagerial and
sez-zi.ce competencies identified can be regarded as
sound business skills that are essential for effective
legal practice.
for the modern

They are also "appropri.at.e skills I

business environment in which the
attorney operates.



30. COMMUNICATION SKILLS
• Conveys information clearly with ease and interest

so that others understand what is being
communicated, both orally and in writing.

• Adjusts style and the message to match the
characteristics of the rec'ipient.

• T~ctful toward~ both clients and staff.
o Listens to other's viewpoints.
• Listens dispassionately, is not selective, recalls

key points and takes account of them.
• Possesses verbal and norr-ve.rbal, skills which show

others that they are valued and cared for. Barker
(1992) .

31. RISK TAKING

• :LS willing to take risks and seek new exper'Lences.
Dulewicz (1989).

• Is decisive. DUlewicz (1989).
.. Ready to take decisions even on limited information.

Dulewicz (1999).



• The ability to relate to and respect all people.
Barker (1Sl92).

28. PRESENTATION SKILLS

• 'l'heability to present information verbally so that
the intended purpose is achieved. Barker (1992).

• To be able to reinforce the presentation of verbal
information with non-verbal behaviour, and if.
necessary, visual aids. Barker (1992).

• Uses language and practical exan'ples clients and
laymen will understand. Barker (1992).

• Material is well organised, vo~ce projection is
clear an delivery style is plea~d.ng. Barkel~ (1992).

• In formal presentations, is enthusiastic and lively,
tailors content to audiencefs level of
understanding. Oulewicz (1989).

29. IN'l'ERPERSONAL CONFLICT HANDIlING AND NE1GOTJ:ATION

SKILLS

• The ability to intervene in interpersonal conflict
and successfully mediate and reconcile differences.
Barker (1992).

• The ability to negotiate an outcome that is
fl'.1.'V'ouX'ablefor the party that you represent and is
accepted. by the other 1?art:y.Barker (l?" ')•



• Manages own and othe~s' time. Woodruffe (1993).

24. FINANCIAL SIGLM

• The abiJ.i ty to read a ba'l.ance sheet, prepare a

budget and monitor cash flaw.

• Has a basic knowl.edqe of accounting and tax.

25. BUSiNESS SENSE AND CURIOSITY

• Identifies and seeks out opportunities which will

increase sales or profits. DuleWicz (1989).

It Selects and exploits those activities which will

result in the largest returns. Oulewidz (1989),
o Follows a hunch, is inquisitive.

26. COMPUTER LITERACY

• Has a basic knowledge of wo:r.:·d-processing and

spreadsheet programmes.

• Knows the application and limitations of these

programmes.

• Can operate and utilise systems which store legal

information e.g. Jut.alex.

27. MANAGING DIVERSITY.

• Understanding and being able to manage the

differences between various groups in the workplace.



• The ability to distance oneself from emotional
involvement in a situation, thereby allowing oneself
to exercise relative objectivity. Boyatzis (1982).

• 'l'hedisposition to view an event from multiple
perspectives simUltaneously. Boyatzis (1982).

22. IDENTIFIES OPTIONS IN ORDER TO PROGRESS

• Generates options. Woodruffe (1993).

o Evaluates options by examining the positive and
negative aspects if they were put into ef.fect.
Woodr'Ltffe (1993).

• Antioipates the effeots of opt Lens on others.
Woodruff,e (1~93).

• Foresees others reactions. Woodruffe (1993).

• bemonstrates dommon-sense and initiative. Woodruffe
(1993) .

23. PRODUCTIVI'I'Y0JUENTATION

• Identifies priorities. Woodruffe (1993) .

.. Thinks back from deadlines. Woodruffe (1993).

• Identifies elements of tasks. Woodruffo (1993).

III Schedules elements. Woodruffe (1993).

• Anticipates resource needs. Woodruffe (1993).

• Allocates resOUrces to tasks. Woodruffe (1993).

III Sets 'objectives for staff. Woodruffe (1993).



19. CONCERN WITH IMPACT
• The charaoteristic of acquiring symbols of power in

order to have the power to impact others.
I) Interest .:\;~dconcern in status and reputation.
a Being goou at influencing and persuading others.

Boyatzis (1982).

20. ACCURATE SEtF-ASSESSMENT
~ A realistically grounded view of yourself. Boyatzis

(1982)./ Barker (t992).
• An awareness of your own strengths and weaknesses.

Boyatzis (1982) / Barker (1992).
• The ability to descz-Lbe and evaluate your

effectiveness in a given situation and to take
appropriate action to remedy the weaknesses.
Boyatzis (1982).

o Knowing how your personal values I needs and
interests affects others and your professional
competence.

21 . PERCEPTUAL OBJEC'l'IVITY

• The ability to be relatively objective and not
limited by personal prejudices, perspectives or
biases. Boya.tzis (1982).



• Treats all group members equitably. MeBer
(undated) .

• Keeps all group members informed and finds solutions
that benefit all involved parties. MeBer (undated).

• The ability to work in a group but not to dominate
it. Barker (1992.

II The willingness to as") '.others I share information
and ~nowledge to meet t..u6 needs of the firm.

17. REL~TIONSHIP BUILDING
• The ability to establish rapport easily and to

develop and maintain a network of contacts and
formal channels of oommunfoacdon who can provide
information, help and accesS to others. MCBer
(undated) .

• The ability to use influence to build alliances,
networks, coalitions or teams. Boyatlis (1982).

18. ADAl?TABIlJITYAND RESILIENCE

• The ability to adapt easily to change. MeBer
(undated) .

II Can see the merits of differing positions and adapts
one's own behaviour, position and strategies in
response to new information or changes in a
situation. MeBer (undated).

• Is resilient.



• Facilitates self-development in others. Boyatzis
(1982) .

.1,l:i • MANAG:rN'G STAFF
• The ability to use the power of onels position in an

effective: way. McBer (undated).
• Adopts a:.• appropriate interpersonal style for

achieving group objectives. Dulewicz (1989).

• The ability to set expectations for others.

• The ability to enforce rules, confront others about
problems and ten others what to do.

.. Shows vision and inspiration. Dulewicz (1989) .
• the ability to build commitment of various people to

standards of behaviour.

16 • GR.OUP MANAGEMENT AJ.'1D TEAMWORK

• The ability to develop co-operation and teamwork
while leading a group of people. McBer (undated).

• Stimulates others to work together effectively in
group settings. Boyatzis (1982).

• Utilises the skills and resources of all team
nembers. McBer (undated) I Barker (1992) I
Woodruffe (1993).

• Seeks the input of group members by encouraging
participation. McBer (undated).



13. DIRECT PERSUASION AND INFLUENCE
• The ability to convince others by presenting logical

arguments, pointing out benefits and using language
suited to the audience. McBer (undated)

• Influences and persuades others to give the' .
agreement and commitment. Dulewicz (1989).

• In the face of conflict, uses persollal infl.uence to
communioate proposals to reach bases for compromise
and to reach agreement. Dulewicz (1989).

• Uses forms of influence to obtain complianoe.
Boyatzis (1982).

• Acts to stimulate others to go along with ones
directions, wishes, commands, policies or
procedures. Boyatzis (1982).

• The ability to develop and use effective plans and
tactios to persuade others or to gain their support.
MoBer (undated).

1.L..._PEVELJOPING OTHE:RS

• Takes effective effoJ;'tsto improve the skills and
competencies of others. McBe;!;'(undated).
Monitors and evalUates their worle. DUlewicz (1989).

• :Provides clear, speci:Eic performanoe feedback.
McBer (undated).

• Coaches and mentors. McEer (undated).



11. CONCERN WITH PERSONAL IMPACT
• A tendency to think carefully about the likely

effects on others of one's actions, words,
appearance and mode of behaviour. MdBer (undated).

• A tendency to calculate one's words and actions in
advance to achieve a desired effect. McBer
(undated) .

12. INTERPERSONAL SENSITIVITY
• The ability to understand, interpret and show

consideration for.other's concerns, needs, motives
and feelings. McBer (undated) I Dulewicz (1989).

• The ability to recognise the limitations in others.
McBer (undated).

• Shows empathy in oral and written communications.
Woodruffe (1993).

• Is fle~ible when dealing with others and will change
own position when others I proposal warrant it.

Dulewicz (1989).
~ Extracts a deeper meaning from verbal and non-verbal

messages and communicates understanding of and
insight into another person's feelings and
situation. Barker (1992)

• Is trusted, acts with compassion, keeps confidence
and is available when needed. Barker (1992).



9. SELF-CONTROL
• 'l'heability to keep one t s emotions under control

when faC'C'dwith opposition or hostility from others
or when working under stressful conditions. McBer
(undated) .

• The ability to inhibit personal needs or desires in
service of organisational needs. Boyatzis (1982).

• Maintains effectiveness in the face of adversity or
unfairness. Dulewicz (1989).

• Performance remains stable under pressure or
opposition. Dulewibz (1989).

• Does not become irritable or anxious, retains
composure. Dulewicz (1989).

10. STAMINA / TENACITY

• The ability to physically sustain long hours and
maintain high performance under consistently high
stress. Boyatzis (1982).

• The ability to stick with a difficult task over an
extended period of time, without quitting when faced
with obstacles or :rejection. MelBer (undat-ed) /
Boyatzis (1982)..

• Has energy and vitality,



8 Grasps information accurately and identifies
limitations to information. Woodruffe (1993).

• Identjfies, selects and compares information in such
a way that similarities and differences are
discerned, and accurate conclusions / results are
derived from these comparisons over time.

• The ability to identify essential, underlying issues
in complex situations.

• Makes decisions based on logical assumptions that
reflect factual information. DUlewicz (1989).

8. SELF~CONFIDENCE
• Decisiveness or presence; makes a strong, positive

impression. Boyatzis (1982).

• Has authority and credibility.
• positive self-esteem. Boyatzis (1982).

• Has a strong faith in onels own skills, capability
and judgement and expresses and conveys a belief in
own ability. McBer (undated) / Woodruffe (1993) .

• Displays a crisp, forceful and impressive self~
presentation.

o The ability to make decisions without ambivalence
and accept the consequences of those decisions.
Boyatzis (1982).

• Admits to areas of inexpertness. Woodruffe (1993).



• A concern that work gets done in a methodical way by
adhering to procedures and systems.

5 . CON'CEP'rUAL THINKING

• The ability to devel~p and apply concepts and
pr:l.nciples. MCBer (undated).

$ The ability to draw logical conclusions and to note
similarities and differences between situations.
McBer (undated).

• The ability to identify or recognise patterns or
themes from an assortment of information. Boyatzis
(1982) .

6. STRATEGIC PERSPE~TIVE

• Rises above the detail to see broader issues and
implications. Dulewicz (1989).

• Takes account of wide-ranging influences and
situations both inside and outsid~ the organisation
before planning or acting. Dulewicz (1989).

7. ANALYTICAL THINKING AND JUDGEMENT

• Seeks all relevant information. Dulewicz (1989).
• The ability to break down complex problems or tasks

to generate detailed plans. McBer (undated).
• The ability to think of multiple causes and

consequences of events. McBer (undated).
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Appendix 8

IMPORTANCEOF COMPETENCIES
FACTOR ANALYSIS: EIGEN VALUE SUMMARY

Number Eigen Percent I Cumulative
Value Percent

1 8.7208 28.13 28.13
2 2.9330 9.46 37.59..
3 2.1676 6.99 44.59
4 1.8620 6.01 50.59
5 1.6517 5.33 55.92
6 1.4734 4.75 - 60.67
7 1.2791 4.13 64.80• - 1.1916 3,84 68.408
9 1.1037 3.56 72.20
10 0.8558 2.76 74.96
11 0.8442 2.72 - 77.69.
12 0.7079 2.28 79.97

-~2.17 ...-
82.1413 0.6738

14 0.6275 2.02 84.17
1.91

.
15 0.5923 86.08
16 0.5418 1.75 87.83
17 0.4786 1.54 89.37
18 0.4626 1.49 90.86
19 0.4365 1.41 92.27
20 0.3741 1.21 93.48
21 0.3282-' -- 1.06 94.54
22 0.29'76 0.96 95.50
23 0.2742 0.88 96.38
24 0.2179 0.70 97.09
25 -- 0.2014 97.740.65
26 0.1602 0.52 98.25
27 0.1415

-_
0.46 98.71

28 0.1199 0.39 99.10
29 0.1128 0.36 99.46
30 0.0895 0.29 99.75
31 I 0.0778 0.25 100.00
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• Continuing Legal Education Q

1994-10·28

TO W'AOM IT MAY CONCERN

Continuing Legal Education will appreciate it if you would complete the enclosed
questionnaire and return it to thn address given.

This project has the approval of the ALS as the information collected will be made
available to us to assist in establlshing' cho management training needs of the profession
and to direct our OLE training al; the correct areas and levels.

Only Il small number of firma are used in this spot-check so it is essential that a large
percentage return their forms to make the findings viable.

Thank you for your cooperation.

RENA'r:mDE I{JLElut
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Director (kllet,,!: ALl 11<111 Vuuren • DII'cctllr Protcssimml SUrl'iccH: JJt\ Both,l • Edlttlr Dc Rebus: III vnn der Merwe

• Dlrectc : Practlcul Legal Educatlon: N SWint·
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UNIVERSITY OF TI-IE WITWATERSRAND, JOHANNESBURG--_. ---
The Graduate School of Business Administration
2 SI Davld's Place, Parklown, Johannesburg, 2193 souu: Africa lEI P 0 80x 98. WITS

2050 South f\{rjcaro 'Embark'
"It 4·27125 SA
Iii, ion: 643·6641
Fax (Oll) 643.2336Dear ATTORNEY

MANAGERIAL ANb SERVICE COMPETENCIES OF ATTORNEYS

The legal profession in South Africa is facing many challenges and many threats. The economic,
social and political environment in which businessmen. including attorneys. have to operate, is
turbulent and uncertain, Attorneys will. of necessity. have to learn to manage their practices more
effectively and more efficiently. In addition, as attorneys operate in the service industry, there is
an increasing realisation that in order to remain competitive attorneys must provide n high quality
service consistently, In order to do this attorneys must have the necessary managerial and service
competencies.

We are currently conducting research with the objective of establishing those managerial and
service competencies that attorneys requite to manage their practices effectively and provide a
quallty service.

The Association of Law Societies of South Africa has been appraised of thj~ r..search and fully
supports this investigation. The results will provide the attorneys' profession with valuable insight
concerning the necessary competencies an attorney requires to practise effectively. The research
will also provide intormation Which can be used to assess the training needs of both candidate
attorneys and practising attorneys.

We would appreciate your assistance in conducting the research. Please complete the attached
questionnaire (which should take no longer thoIl 15 minutes to complete) and returning it in the
enclosed envelope by IS November 1994. The validity of the research is dependant on the
response rate and we appreciate YOU! participation. The research is being conducted by Jeffrey
Cresswell In partial fulfilment of the requirements towards 11 Master of Management (Human
Resources) degree at Wits Business School.

Should you require any assistance 0,' clarification in completing the questionnaire please contact
him ut (011) 636·1803 d~'illg working hours. All the information received will be treated in the
strictest confidence.

Thank you ill advance for your valuable assistance.

YOUI'S Sincerely

.JEFFREY CRESSWELL
Student

MARGARE1' SU1'HERLAN.Q
Lecturer

Tile Unl\Crsllyof the Witwatersrand rc/ecis rIlclsml1ndraclnlsegrcgut/on. n lscommltteu 10non-dtscrtmtuattcnpilrtltlllnrly In theconsutntlon or lta
student hOllY,rn thr.5cl~cllo" andnromouon of'Its storr, ,lnd hI Itsadmlnlstratlo«.



23, PRODUCTlytTY OR!I!NTATION

.. Identities priorities
• Thinks buck from deadlines
• Identifies elements of'tasks
• Schedules elements
.. Anticipates resource needs
• AlIccntes resources to tasks
• Sets objectives for statl'

Manages own and others' tittle

2,4, FINANCIAL SKILLS

.. The ability to read a balance sheet, prepare a
budget and monitor cash flow

• Has a basic knowledge of accounting and
tax

AS, Bl'SINESS SENSE AND CURIOSITY

• Identities and seeks out opportunities which will
increase sales or profits

• Selects and exploits those activities which
will result in the largest returns

• Follows a hunch, is inqUisitive

26, COMPUTER LITERACY

• Has a basic knowledge of word-processlng and
spreadsheet programmes

• Knows the application and llmltntions or
these programmes

• Can operate and utilise systems which. r ore
legal intormation e.g, Jutalex

27, MANAGING DIVERSITY

• Understanding and being able to manage the
differences between vurlous groups in the
workplace

• The ability to relate to and respect all
people

28, PRESENT ArION SKILLS

• The ability to present information verbally so that
the intended purpose is achleved

• To be able to reinforce the presentation of verbal
lnformation with non-verbal behaviour, and If
necessary, visual (lids

.. Uses language and practical examples
clients and laymen will understand

• .Material is well organised, voice projection
is clear an delivery style is pleasing

• In formal presentations, is enthusiastic and lively,
tailors content to audience's level of
understanding

29 INTERPERSONAL CONFLICT HANDLING
.SriP NF.GOTIAT[ON SKILLS

• the ability to intervene in interpersonal conflict
and successfully mediate and reconcile and
differences

• The ability to negotiate an outcome that is
favourable for the party that you represent and is
accepted by the other party

30, COMMJ1NICA'fION SKILLS

• Conveys lntormation clearly with ease and
Interest So thllt others understand what is being
communicated, both orally and in writing

• Adjusts style and the message to match the
characteristics of the recipient

• Tactful towards both clients and staff
• Listens to other's viewpoints
• Listens dispassionately, is not selective,

recalls key points and takes account of them
• Possesses verbal lind non-verblll skllls which

show others that they are valued and cared for

3 I, RISK TAKING

., Is willing to take risks and seck new experiences
• Is decisive
• Ready to take decisions even on limited

lnformatlon
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IS, ~1ANAGING STAFF

" The ability to use the power of'one's position in
an effective way

• Adopts an appropriate interpersonal style
tor achieving group objectives

• The ability to set expectations tor others
e The ability to enforce rules, confront others

about problems and tell others what to do
, Shows vision and inspiration
• The ability to build commitment of various

people to standards of behaviour

16, GROUP MANAGEMENT AND TEAMWORK

o The ability to develop co-operation and
teamwork whl!<l leading a group of people

.. Stimulates others to work together effectively in
group settiuga

• Utilises the skills and resources of nil team
members

• Seeks the input of'group members by
encouraging participation

• Treats all group members equitably
• Keeps all group members informed and

finds solutions that benefit all involved
parties

• The ability to work in a group but not to
dominate it

• The willingness to assist others, share
information and knowledge to meet the needs of
the firm

17, RELATrONSHIP BUILDING

• The ability to establish rapport easily and to
deveiop and maintnin a network of contacts and
100mai channels of communication Who can
provide lntormation, help lind access to others

• The ability to lise influence to build alliances,
networks, coalitions or teams

• The ability to ndqpt easily to change
• Can see the merits of differing positions and

ndapts one's own behaviour, position and
strategies in response to new informntior; or
changes in a situation

• Is resilient

[9. CONCERN WITH IMPACT

e The characterlstlc of acquiring symbols at' power
in order to have the power to impact others

~ Interest and concern In status and
reputation

o Being good at influencing and persuading
others

20, ACCURATE SELF·ASSESSMENT

It A realistically grounded view of yourself
• An awareness of your own strengths and

weaknesses
.. The ability to describe and evaluate your

etfectiveness in a given situation and to take
appropriate action to remedy the weaknesses

• Knowing how your personal values, needs and
interests affects others and your professional
competence

21, PERCEPTUAL OBJECTIVITY

• The nbillty to be relntlvely objective and not
limited by personal prejudices, perspectives or
biases

II The ability to distance oneself from emotional
involvement in a situation, thereby allowing
oneself to exercise relative objectivity

• The disposition to view an event from multiple
perspectives simultaneously

.72, TDENTfFtES OPTIONS IN ORDER TO
PROGRESS

• Generates options
.. Evaluates options by examining the positive and

negative aspects if they were put into effect
• Anticipates the effects of options On others
• Foresees others reactions
.. Dernonstrates common-sense and initiative



B. SELF·CONFIDENCE

• Decisiveness or presence; makes a
strong, positive impression

• Has authority and credibility
• Positive self-esteem
• Has a strong faith in aile's own skills, capability

and judgement and expresses and conveys a
belief in own ability

• Displays a crisp, forceful and impressive
self-presentation

• The abllity to make decisions without
ambivalence and accept the consequences of
those decisions

• Admits to areas of inexpertness

9. SELF.CONTROL

• The ability to keep one's emotions under control
when faced with opposition or hostility ITom
others or when working under stressful
conditions

• The ability to inhibit personal needs or
desires in service of orgnnisational needs

• Maintains effectiveness in the face of
adversity or unfairness

• Performance remains stable under pressure
or opposition

• Does not become irritable or anxious, retains
composure

10, STAMINA/TENACITY

• The ability to physically sustain long hours and
maintain high performance under consistently
high stress

• The ability to stick with a diJncuit task over an
extended period of time, without quitting when
faced with obstacles or rejectiOn

II Has energy and vitality

• A tendency to think carefully about the likely
effects on others of'one's actions, words,
appearance and mode of behaviour

II A tendency to calculate one's words and
actions in advance to achieve a desired
effect

12.1NTGRPERSONAL SENSITIVITY

o The ability to understand, interpret and show
consideration for other's concerns, needs,
motives and feelings

• The ability to recognise the limitations in others
o Shows empathy ill oral and written

communications
co Is flexible when dealing with others and will

change own position when others' proposal
warrant it

• Extracts a deeper meaning from verbal and
non-verbal messages and communicates
understanding of and insight into another
person's feelings and situation

• Is trusted. acts with compassion, keeps
confidence and is available when needed

13, DIRECT PERSUASION AND INFLUENCE

• The ability to convince others by presenting
logicnl arguments, pointing out benefits and
using language suited to the audience

• Influences and persuades others to give their
agreement and commitment

" In the face of conflict, uses personal influence to
communicate proposals to reach bases for
compromise and to reach agreement

• Uses forms of influence to obtain
compliance

• Acts to stimulate others to go along with ones
directions, wishes, commands, policies or
procedures

o The ability to develop and use effective plans
and tactics to persuade others or to gain their
support

.L4,JJEVELOPING OTHERS

• Takes effective ',)tfOlis to improve the skills and
competencies at' others

• Monitors and evaluates their work
• Provides clear, specific performance

feedback
• Coaches and mentors
" Facilitates seit-developmenr in others



DEFr.\1TI0NS OF COMPETENCIES

.J..,_gFFICIENCY ORIENT AnON

• A desire to find better 01' more efficient
ways to do things

.. Develops plans for achieving goals
• Organises resources efficiently and effectively,

delegating work to the uppropriete staff
o Plans priorities. assignments and the allocation lit'

resources
• Makes full use of own time and resources
• Work is precise and methodical and relevant

detail is not overlooked

2. ACHIEVEMENT MOrrVATION

• Sets demanding goals for self and others and has
a. desire to meet them

• Is dissatisfied with average performance
• Sees a task through to completion

irrespective of obstacles and setbacks
• Performs against a personal standard of

excellence
• Maintains a high level of activity and produces a

high level of output
• Actively influences events to achieve goals

3, INITIATIVE

• The tendency or disposition to act in a self-
directed way

• Taking action before being directed or
forced by events

• Precipitates action
• Seizes opportunities. seeks in-depth

information from a variety of sources
• Does significantly more than is required
• Is proactive
• Is U\1 initiator
• Is a self-starter and originator

4. CONCERl'.:!.,FOR ORDER

• A COncern for ensuring accuracy, qUlllity and
orderliness of work and information

• Gives attention to detail and careliilly
checks one's own and other's work

• A concern that work gets done in a methodical
way by adhering to procedures and systems

APPENDIX 1

S. CONCEPTUAL TI-IDolKING

Il The ability to develop and apply concepts and
principles

~ The ability to draw logical conclusions and to
note similarities and differences between
situations

~ The ability to idcntity or recognise patterns or
themes from an assortment of'information

6, STRATEGIC PERSPECT~

• Rises above the detail to see broader issues and
implications

o Takes account of wide-ranging influences and
situations both inside and outside the organisation
before planning or acting

7, ANALYTICAL THIN1{ING AND JUDGEMENT

• Seeks all relevant information
• The ability to break down complex problems or

tasks to generate detailed plans
• The ability to think of multiple causes and

consequences of events
• Grasps Information accurately and identifies

limitations to information
• Identifies, selects and compares lnformation in

such a way that similarities and differences nrc
discerned, and accurate conclusions? results are
derived from these comparisons over time

• The ability to identity essential, underlying issues
in complex situations

• Makes decisions based 011 logical assumptions
that reflect factual information
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COMPETENCY NO NEED VERY NEED FOR GREAT VERY
FOR LITTLE TRAINING NEED GREAT

TRAINING NEED NEED
14. Developing Others
15, Managing Staff
16, Group Management

and Teamwork
17. Relationship Building
1S, Adaptability and

Resilience
19, Concern with Impact
20, Accurate

Self-assessment
21. Percej')tual ObJectivity
22. Identifies Options in

ordertoProb~ess
23. Productivity

Orientation
24. Financial Skills
25. Business Sense and

Curiosity
26. Computer Literacy
27. Managing Diversity
28. Presentation Skills
29. Interpersonal Conflict

Handling and
Negotiation Skills

30. Communication Skills
31. Risk Taking

PLEASE NOTE I
If there are any other managerial and/or service competencies 110t on the above list that you think
you may need training in over the next five years please write them here.
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PLEASE NOTE!
If there are any other managerial and lor service competencies not on the above list that you think
may be important over the next five years please write them here. .

[PART 3

This section deals with your own growth and development over the next 5 years. In the table
below rate the extent of your need for training and development in the competencies regardless
of how you rated their importance. E.g. If you think that YOU, will have a great need for training in
'Computer Literacy' over the next five years, you would place a cross in the block 'Great Need'.
In order to complete this section it may be helpful to again read the definitions of the
competencies in Appendix 1.

COMPETENCY NO NEED VERY NEED FOR GREAT VERY
FOR LITTLE TRAINING NEED GREAT

TRAIN1NG NEED NEED
1. Efficiency Orientation
2. Achievement Motivation
3. Initiative
4. Concern for Order
5. Conceptual Thinking
6. Strategic Perspective
7. Analytical Thinking and
Judgement

8. Self-confidence
9. Self-control
10. Stamina I Tenacity
11. Concern with Personal

Impact -12. Interpersonal
Sensitivity,

13.Direct Persuasion and
Influence
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COMPETENCY VERYLJTTLE LITTLE IMPORTANT VERY ABSOLUTELY
IMPORTANCE [MPORTANCE IMPORTANT ESSENTIAL

1. Efficiency Orientation ,_
2. Achievement Motivation
3. Initiative

~oncern for Order --
5. Conceptual Thinking
6. Strategic Perspective
7. Analytical Thinking and

Judzement - ~
8. Self-confidence
9. Self-control I

10. Stamina / Tenacity
!1. Concern with Personal

Impact
12. Interpersonal

Sensitivity
13. Direct Persuasion and

Influence ...~
14. Developing Others
IS. Managing Staff
16. Group Management

and Teamwork
17. Relationship Building
16. Adaptability and

Resilience
19. Concern with ImQact
20. Accurate

r----2~llf-assessment
21, PerceQtuat Objectivity
22. Identifies Options in

order to Progress
23. Productivity

Orientation
24. Financial Sl..:iIls
25. Business Sense and ;

Curiosity
26. Computer Literacy ......,
27. Managing Diversity
28. Presentation Skills ----
29. Interpersonal Conflict

Handling and
Negotiation Skills

30. Communication Skills
31. Risk Taking



Appendix 5

IQUESTIONNAIRE
IWSTRUCTIONS

This questionnaire consists of three parts. Thr .:,,~ referred to in Parts 2 and 3 of the
questionnaire are defined in Appendix 1. It may . ~ h .!J"i1i.l1 for you to look at these definitions
before you complete parts 2 and 3.

In Part t personal informatiort about you and your practice is required.

In Part 2 you are asked to rate the competencies in terms of their importance for your job as an
attorney over the next five years.
In Part 3 you are asked to rate the competencies you think you will need training in in the next
five years.

~T=.=t __

1. Wltat is your age? (Please tick the appropriate block)

I 20 - 29 yrs 30 - 39 yrs 40 - 49yrs 50 - 59 yrs o:;60yrJ

2. How long "ave you practised as an attorney ?

U.:2J:__rS~~_6_-_1 __0-,y,--r;;...s~__,;..10.;...-_2;;...;0-,y"-r;;..s_1_o_v_er_2_O_,Y,-r..;..s_,

3. How many people (including yourself) are employed in your firm?

Number of Other Staff

IPART 2

Please rate the importance of the competencies for the job, that you, as an attorney, think you
will have to perform over the next five years in order to manage your practice effectively and
provide a consistently high quality service. This refers to importance regardless of whether you
are competent in that competency or whether you think that you require training in that
competency. E.g. if you think that 'Computer Literacy' will be very important for your job over
the next five years, you would place a cross in block 'Very Important',

For the purposes of this questionnaire a competency is defined as follows:

"A competency is the set of behaviour patterns that the incumbent needs to bring to bring to
the job to perform its tasks and functions with competence."

In order to complete this section it may be helpful if you read the definition of tile competencies
in Appendix 1.



(~) Erkcf1liing CIII(1cfJilS~illg Villi die IlIhc('IIISC I'lig ill Suicll'I'·lII'rlkll
(,I) TI1~klll\\stigc IllllWlhkclilig VilllltiC lnhccmse rcg
(5) Teutice 011111','111 U1lgcspcsillli'I'L'nk' rcg~ll'Iscis
(6) Ilnlllilc Villi die IlIhcclll,~,' reg
!7l Clcscl'~"lcCl'llc IllltlL'llVcfllc 1'1111 die illli,'ClliSC sumts-, 1It1l1llnlsllllllcr, hilllr"

proSt'S' en bCI\'ysI'Cl\
(M) huerue IIIl11W)''''''l\~I1.!g
(I» Omsig Villi die lnhccmsc PCISIlIlC' ('II f'lllllllic,'Cg
(10) Gcselektecnlc 11I1dclWCI'pc Villi dlc IlIhc(,IIISC Snkl'I1.!!l
(Ill i\lgcllH'lIe hcgillsds ell gcsL'lcklccnlc 1l11l)CIWCl'pC Villi dlc lnhccmse ojlvlli.

glllgsll'g ,
(12) i\lgclliclIl~ hegiliscis Villi die lnhecmsc klllllI'ilKII'I'C!l ell cllkL!lI' hl'SIIIIII,'IC hllll

uuktc
(I~) i\lgelllCllc hq\illscls Villi die IlIh'~I'I\lSC dcllklCl'c!\ ell cnkcle hcsonderc 1Il1lCg·

Illllligl'dildc

die reg ell hrnnnc \'1111 1'()l'lk'lillgSllj'!C
(5) AI!.WlIll!lIe bC!;lillsds VIlli die K(lIIII((:;ICI1.!g

tt2!! J(OI\II\IEItSlnU;ItIW 111••• 1(1\1101121

(I) Dle ulgcmcuc hl'gil)~l'l Villi die I'l'IUllllll~hllpSll'!l. III:1iIlShIlPIlYCIt'g vu hl',lulc
hI Irpl1l'lI,k'l I'g

It29 IWl\ll\llmslitI,g tUm 2C ••• K~m2('21

(I) Basicsc begill.wls 1'1111(til' illsolvelisil'l'I'g
(2) BII~k'lic hq;llI~d,~ vnn tI;1/ Wjs,l'Ill'g
(J) Koopklllllmh (illslnhclitic klctilclolllCCllhlllllSIC)
(,I) lluurkonuuk ell die OlltlCI "held met lill'm,kolllrilk ell IlIs!)clVillgsk(lIl1ll1k

It"U KOl\lI\HlNIl<ASmHE<; ••• 1(It(l002,'

(I) '11 Inleidill!! Inl die biisiL'sl! heginscis VI\II die IIlheidsleg, (Ii() dlcnsknntruk
sowl'! as die koilcktlewe nrhcid\lcl,\

(2) 11I1C'idinghll ullil'ltlslVClllclVillg, die IIWgllllisillcS Villi gcskllhcslc[llitl~ cu die
onhilllkc mhcilbllllll,lykllirisdiksic

(I) liliciding 101 die SlIltI,MrlkIHIII'" Il'IlSbll'('1I1
(2) Clcskkdcnls 1'1111die IlIcdili
(J) '('clilelit'sl! IIglCII!)'(lI\d CIIhcp.llIscls II1I1I11CdiIlI'C[l,vryhohl vnu uildlllhklll!ll'll

SCIl\nnl'
I,ll B,'pclkings ln helung vuu die lndlvidu, luster, prlviuuheld ell tllllcllrSll')!
{~l ivll'diulwhcl'I', hol'vL'nl!llhll\L'ell dic Il'g 1111lnsuc Villi holh'kmd~
((1) ('uplill Selcclu: udWl(ell~k's, P(III1(1!'lIllil".Illenlllllslil'h~ prlvllc!lil' ens.It24 , INSOLVgNSlElmn •• , INltOOt I

1t"1 IWN'I'ltl\l\'l'Elmn .•• IWIWO()(l

It.2S INTlmNASIONI\Lg I'IHVAA'I'nE<: ••• II'WlUI4

I') I )ie gl'l1l1t1hvgill'cls 1'1111die Suhl Ali ikuunse lulornnslunule flrlvlHlll'l'g

(I) IlIlcltllll)). IIlI tile wlhillwllbrcg
(2) Die l.!(,(lIIt1hl'l\hl'L'ls VIlli <Iii' kCllilltlkll'll'U
(J) l)ie gltlJltlhcglllsels 1'1111dlc Wrl('clI\\Olllllip.ill~srl'g
(,I) Die reg lnsuke cukclc hesoll,lcl'c kontruktc, hv, knop, huur, dit'lis ell IlIsllc·

will!!n.26 INT.mNASJ()NALI~ Ime: ••• ITIW()()()

I) 'II Sludic Villi die uunl Villi Vol~ell'l!
2) ()i~hIX'"I1C
;)) Dill 1I'Ihtlildilll,l.lllSSL'II111UI1isipilic ClIllIll'llIlISil1l1l1lc l1:g
,I) IUIl!l'Ilils!t1l1i1le H'gsPCl'MIOl1likhcltl
I) i\mISl11'L'I.'klihhdll Villi sl'lIl!

,.) Die inIC1'l1tl,illllal~ rep. Will hI.'I11'kklll!l hl'l lip illll'l'lIl1siollillc 1I1'J,!lIl1islI'iics
J, 'I {'upha sclccru 1I'1I1 (11111.'1 i111t1CI'I' IlIsllIll (lie rcg vnu dlc M'e: illiL.!ll1l1slllilulL·

sivicll) IlIgvuurllcg: illll'llIusjolllllckclIlklllgl1.!g: I'ie i\nllllklichC VCl'tllIlg: illlel"
Imsiulmiu smelliel IcleknllulIlIlllkllskrcg: ell i1l1cnmslllllilh:jmidiesc slIlIhsb

1t32 IWIU'()ItATmWg Imo ".I(llJt()()' t

n,33 1m" lU~G , •. I{l)I{(l()21

(I) I)i~(','g inslIl.e kl~dk'hllll'L'I!llkl1l1l\lu I'll 1illllllsicrlllgskl1sl~
(2) ('Ilplln sckchlllit tile HCKelheidiilcg

11.27 '()l\t1'mltHlj~I,I': Him Ji\ ••• 1<1\11(11\ II

Jiliciliill(! Illidk~Rep.sllltlil.'
Die lunkslc ell di(' unnl VIlli dill reg, tile tIIldCISkcld tussen dlo lI!g III ol1.1ch·
(jewl.' t!1I die reI! III die ~uhit:klk'wc sill

I) Die hisll)) lese 1I1,llcrgHlillI Villi (1Il, l'Cg
) Die illticlilill VlIlI tilL' leI!, n'l!slll*'klc (llIIllIllIlikl.' ell wllspcrSIlIl~), 111'(11111)1'1111

(I) Ilileitlillg 101die sWllle vuu die reg
(2) Omslg 1'1111 dlo OII)'slll'on(l, ell hlsltlticsc tll1lwlkk,'ihI[1 1'1111 die rell
(:1) Diu j1CI'Stllll'I'l'!1
(4) !)iu lilillilicrcg
(~) Die (lllcrlii-.L' gcslIJ,!~rcg

Iii 17



UmRI'LANNE ltll. GWlINS1U.:c: ••.• camo(Joo

( I) 'II Studic Villi die ul!lel.lulle gllllll"'Uc en die pick iii die Icg~ihlcIiUllic"
(2) Dill ndllliliisll'Ulici'leglcllkll vcl'ltlludlll!lm I) le mhllillisll'illh~l'Ieglelike 11iI1Iddilig
(01) Dle uluu vlres-lecrsuk
(5) Die i.:UIs VUlIlllllUlIl'like gCl'cglighcld
(6) Diu vcrsklllcmle r\!gsmldd\!ls I'll die Ilur'~lll\!liku klllllllliu VUII Ilk mhui III.

SlfUliurl\!glulikc luuulellng
(7) Die llllllsprcchlikheid 1'1111diu sluIIll'ir sy uUllIiuisll'llliewl! IUlilliclillllu

(I) IlIlcldlll1:\ 101 diu I'C!lhlc)sd
(2) (>CIMIIICI'Cg
(J) Fillililicll'!\
(·1) OOtoig Villi diu sllui'rcg, Nilillplllh~hl\'t' <'11sllillhlClllclilig

RIO Al>MINIS'I'HA'I'!IWItEG ••• AI)IW()(lO

RI7 GEVOlWElmg AIUmmSIUW ".I\IIIB0727

(I) Di<: IUlld 1'1111die lell lIIel hCMllidclu WI IVYhill!J 1\111'lIIl1usllIl;)'c IOlIdlllli die
vCliloudinlllllSSCI\ rug CIIIII<)l1Ililcil

(2) IIisl<)ticsc olll'~ig Villi diu htllllllllllkh(!l sirolllillgu ell dCIIKCI'S ill <Iii,! ",'gs,
I1l()SIlOU v"uHf die untleke ()I'i~ku 1111vlIllllag

(3) <:lu~~lI:kt~clll~ nnderwerpc 1'111\killllulIlpOl'~rl) helung MlllS hUllhUlII" Il1UIIS\),
r~glc.JlillihiCic uklll'hlll~ CIIOlli'll/I.ega/ SIIII/irw

(I) Ellkclc IIspchle III,h.l. die di~lIskllll(l IK
(2) Mlddellikl! 1H1l1SlllWJ.;lIkhcili; vClhml op/hclMhillg liIllIlWdcdill!,\iul\m Diu diclIswlhoudilll( III die npcllhull hd,lor
(.1) l{lIl1ukliuwl) 1l,:diIlUil1g ell gc~kiJhchk!lllllg
(5) Olllslllg 111' !,\l'Ilild Vl1l1wllngcdrug!olihekwlUlI\llwill
(rl) Olllslllglljl groo,1 Villi upcliIshlllc!C \~Icihlcs
(7) Diu Nywct!lddshul' eli i\lhddhilpp~lh(lr
(H) SIIII,lngs UIlIlIl~llIilllIgs
(\) Diu vcllllillllllgllllllc goudel' uuu te III Ide Ihlll)del
(10) Vryll<)id 1'1111 Cls,usli"ju UIIvihlimislNIl
(II) DIsl;rililllHlsiu
(12) Plellstllkku

lWI mWOImmmg llllWgl.ll\H<:()EIH':IU~lmG ' •• llLJRU()21

n,ll Al.G1CMI~Ng m~GSLmm ••• AlH.OOOO

n,!2 A1UmmSlmG ••• ABIW()21

(I) Dlc bll~ic". hcgillsch vun dlc diellsklllliruk CII diu KolickliclVU IIIhcldsrcg
(2) Die Wrhill1lllllSMJiI die ImHYidllcl~ cn dle kullektlcwe IIIheill~rl!g

,
(I) Cupilll HcllwllI uil diu hllwcliksglll'llL~rcJ'\)g en die 1I'lIHlrcg

It.t!! (mVOl~l)ImDl~S'l'ltAFlmc: ••• USIWUII
1t.l.3 II!~WYSlUW ••• BWIU)(}()()

(II Rug illsilke PCI'Mlllllliku 1),;11I~lillg

(I) Cilplill M:II!CIU, 1111kcuse Villi dosem

n.20 I~ANDVES'l'g VAN Imam., .I lltWlOl 1

(I) l listnrlese ell vClgdyklm<lc 1llllSil\
(2) IIlIVcrklngslcllillg
(J) Kontmlc en ulliWitl!lil1g
«i) lllllcg clilOepussillg
(5) ()Chllllllcllhcld vlIllllwcrhcidsm!:\1I1l1J Clllllldcl'
(6) Ilcskcllmlc PCI'SIlIlC. gclirug en hclulI!\C;!
(7) Ilcllcll,lllll
(~) (Jcl)'hhcllfhhcpullllg
(9) llchlllltlcrc rcglc

H.21 Il\lMN1'mmmLGOImmUmEG, •• IMIW021

(I) !nh:ldinglnl !lie teoric C!lllC~~.IClkllls VIlli tllo bl)wysrc!l
(;l) Uil~ic~\lIll.'gtilll1Ll ell bmunc Villi die bcwysl'ull
(1) Inlchling (uillie 11H~ichCI\~Uisell bcgln~cls VUlI diu bcwy.wg
Col) n)U rduvunlhcilbhcgrip ClIl\lclillllhllilllll~rd
(5, Oit) h<:wysrcglulikc Ilspd;lc vun die ptcitlllllscdlllll
(II) mil tllcpllsslilll ~illl diu tclu\,ulIlhcilbgilllldl\!cl
m Dit! lIilsluilill!l Villi rclcVUIIIC lluillicnis
(8) DiL!lucillulhllillhcid UlillCIVYS vnn vUllgc Illlllcli~\uverklurlngs
(9) (Jl)lllicllbh~mllllcllllll
(HI) I!llwyslilS 1)1\hIlWY~lllilillSIiI\l'\W

It.l·t UEl,AS'l'INGlUm ••• IIIU~()UII

1l.IS l)I~LlI{·I'lmEG ••• mm()()On

(!) 1)1<:lllllllllhcllh"uls Villi diu Ih.lihlullJ!:\
(2) Uiu reg iIlMI"U cll~uI\l hU~l)lItlcl'c dcliklU
(3) Diu ~11I11I1~rcVClllllcdillghKI"1I11 vir ~ltlllllllcl'H 1'111111\01111VCIkeer

lt22 INmmMSIC lUW ••• moOO!)()

(I) RClIsplullllislllu: hclCKCllis, vumkllllls ell hClllll'llclill1!
(2) KClllllcrhll vun dill illlicclllhe Ai'l'iklll'cg
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I,IW:IH'I,ANNE JUG GESINSlm<;." <:J~n(l()()(1

IWI t\nI\IINISTHt\'I'ml~lm(:". ADIW(I(lO
(I) lilluiding Inl die Il'g1.lcisL'i
(2) 1'1'1~l!IICt\'1-\
Il) 1'lIllIilll'II'1!
(.1) (lillsil! Villi 1111),lIul'tcll, ~l1l1lll1l"''''ll'g I'll S!iIlIIII('IIIl'lilll!til 'II S(lldh~ I till lIi\' III).(CIIIl'IW glolldshll' t'll lik' pll'h ill liil' H'llsisll'lIll1lkk

(ll l)i~llllmi!lisllilllt'nl'l-\ldil,I' wrhlllHItIl!l
(,') I>il' mllllitllo.lli1lll'ih'glclil;c !t;lIldl'!iI\l\
H) I)iL' IIhlli I it I" h~ClsllIl,
(,iiI I>k' It'ills \lInnllllllu.li~I' }.!CIl'lllil'i1l'id
«(I) Die wls~illcllth: ll'gsJllhhll'h vir Ilk gClclllclil,c hllnll'lllc VIII\ lill' mltl\itll

~IIUllcn1!glclik ... ltilllddilJg
(11 Ilk' UiIl\'!lIWklikhuid Villidi~,1111111\'il' sy mllninislililicw<.' hlllllk'lingc

Itt7 (mVOlUmlUm A){BI~lJ)SRE(: ",1\11111(1727

(I) 11111;\'I'·IISI1<'kll.'III,h,l, dil' dk'lI'hlllllmk
(2) Middcllikl' illlll"llIl'l.'klil,lll'id: 1'1'11>,,<1IIp/hl'P\'lklllg VlIlllIlI'dl'liiIlVill!l
(:I) Die dicl\welltomlillg in dk' ofll.'nlllll\' 'Ckllll'
(<I) I{oll~klic\l'c I\cllinp,il1tl en gc~kiihcsll'[!(hll1
(5) Ol1lshl[l, (Ill gl'\md Villi \\'llIlllCt!lIIp/Ollhd,w:Ulllllwlli
1M Onlslil[l, lip [l1l)1H1\'1111opclil~iol\\'il' I'l'll'islcs
(7) I )k' N,YI\'I'till'''''ltof ('II/\lhdl""I'P1oihoi'
(HI SUlldll[!~ ell tlilslllilill!!N
(1)\ Die Vl'l'pllglllll!-lllll Ie gucdcr l(,(lIl Ie IIllliCI hllll<1l'l
(10\ Vryltcid \'lIl1l1sHnsii\sic 1'1\ vlklitllisi\sie
(II) l)lskrill\iI\IIHit·
(12) Pldlslillilit!

It III OIWOIU)I';UI>I';IlUWEI,II",sli()lmmumlm, .• lHilWII21

(I) Die Wild Villi tlk' Il'g Illel hcsondclc wlwysil\g llil VIlIIII!slllt..t..CIlIl\Iltlll\ Ilk'
vcrhoudill[l, IIlssCIII1)!l CIII1101ll1ilcii

(2) 11i~1I11iese IHlISig. Villi dic Iwlllllgi il-,IIl.' SII'OIlII!\I!I' ell dCIlJ..cl's in llie re[l,s,
I1I11snlic Vlltlal' llil\ IIl1lil'k'~ (ilk'Ke 1111\·lIlIdilg \

P) (k'sclckIC~lIlc olldl'IWCIPC \,111\J.,OI\ll'IlIj1I1J'CI\' Iwl;ll1(!~nlJS ,l'I"IIt1I" 1IIl'IISl"
rt.'!\lc.jIllHsi.'lc ilkti\'hllll' CII('';I;((I/II'.4('{ SlIldh'.\

fU2 AIUU,:mSnEti", ;\BlU)fl21

(I) Die ha,ic'l'IIII!lillsl'Is Villi die tiiciisliollllllk CIIIlk' l,olll'hlil'IVI' IJfb~hbIV!l
(2) nil.' vcrlnunl tusscn die inllividllclc ell elk' hlllll,~ticwC!11I1lt'ldM'I'g,

(I) Cllpilll hdcClllllil die 1t1l1lL'lil·'!J.(ll'ck'l'cll!{:t ell <lit, lillslleg

n.19 GEVOItJ)I\IWgS'm;\I,'RIW", OSHiHl\ I

H.I.' BEW\'SltEG •• , BWIWIIO!l (11 ('upilll ~clc~·Itl,1111kells(' Villi d\)~(~1I1

(I) IlIlcidil!!! 101Ilk- kill il' I'll !lI'S~il'lk'J1i~ vnn dlc hl!w)'sl\'g
(;!) 1I"~icSl: h~glil1p<: en hlUIJIIC 1'1111elil' he\\')'~/'C!l
(') InlchUng Inllii\; hil~IC'~' lc~l .. ell hC[lil\sds 1'1111die IWWY,"ll'!l
l,I1 Ilil! !l'k'Villllhcilbhclllip CIIhll'I,I'llhamhdtl
(5) Ilie l~\\') >reillclikc IIslIL'hll' \111\ tlie I'k'hj1l'1lscdlll\'
«(I) Die itll.'plIssill[l, VIII) die rclcllIl1ll\\'ilisgml1t1l'c~1
(7) Die uilsluilillg \,111111.'1\'\'111\1,'Vclllil'nis
(fl) Die ll"'I:t:tllliuuhdd ('II 11I'\\,Y,1Villi I'Oti[!I'lIlldcli!ll! l'l'lkhlrill)!S
('11 (IClllicl1i>,lwllllrdl'lilig
(IOJ 111'\\,),,111, ell hcWY,llIilills[iIW\\,C

It. 20 nA.NI)\,ESTI~ VAN IU';CITI~".I mEHUl1

(I) J Ilslories"I'1l Wl'gl'lyl,l'lIdl! lllll'i!!
(2) hIIVl'lklllgslcllhl!l
n) KOlllrolc t'III1I\1l1'jllglll[!
(,I) 1I1t1~lt CII 11Illf1l1>sing
(5) (j~blllldl'llhcld \11111(l\1'Clhdds(H[lIIIII' CII tIIld~I'
«(\) Ill'skillllie IlClSlIlW, !lI'dl'lItll'll hl'lIlIlj.!U
(7) Ill'lll'lkhll\
(H) Uclykhddslwj1l1l1l1g
(1)1 Ilt;osOIldl'lC Il'ttie!n.14 H1~Li\S'l'JN(mm:", HlU.;oOII

(II Reg. iIlSII~C p\'tMJnIlH~c hl.')II~lillg

(I) ))k' !!l!lIIdhulliIlSds vun dll' IkllhICI.'1\
(2) O1I'I\'1! ill"lIke \'lIhl'k' hesomlerc ddiklcnJ Pic ~1"llIll'll' \\'!!lIIl.'tlilll!"I,I'1II11 vii 'ilaplllkrs 1'1I111\\1I1111'\'~I~CI'1'

It22 INlmgl\1SEnEG", IHGOI)I)I)

(I) HCIl'pitllulisl\\c: IWld'\'lIb, 1'1I1l1k(1"I~~II hCllllllil'lllll!
(2) l{cl\IIwlhc Villi dll' 1t11"'\'IIISl' Allikllll'll

{.~



5

f CQunSI! J
-

NO OF TIME MID·YEAn END·or·YEAncoonsn NJ\MI; Tt:nM lAlIU: PtH110DS MAIlI< J\I.LOCI\TION r:XI\MCOOl! POINIS SLO I' DA'I E IlXI\M 1)1\'11:

Et;(lcU;'(lS from list IV (Conlll1ued)..........,.___
I.nwu4f.)l Civil PI(l()utlllro U 4 2 c WQd I t2 2 x 1hr Touls 30% ~, 2 hI Ex"," .......... 10 N~vol1\bol 0111

70% ,

lllws4G2 0,111111101 P,ooolllllo Il 4 2 E MOIl:l t Tuos 4 2 hr eXullI 100% ......... 25 Novontllor 11111. -
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Appendix 11

Additional competencies Identified as Reguiring Training

Addi tional Competencies

Ability to Work Long Hours and to Stamina and Tenacity
Cope with Stress '

Acceptance of Poor Remuneration in Self-confidence I Self~control
Early Career phase

Improving Mentorship

Ability to ,eal with criticism

Ability to Deal with staff who do
not Realise Urgency and Retard
Product:.ivity

Identified competency

Developing others

Self-confidence I Self-control

Managing Staff I Productivity
orientation



Appendix 10
Additional Managerial and Service Competencies Identified

Additional Competencies Identi.fied Competen.cy"~~~~~~----~------------~----+---~
Financial Control
Budgeting
Accountancy supervision
Credit Control
Concern For Containing costs

Ability to MotiVate Others
At'i:entionto Detail
Language Fluency
Get Down to Doing the Job on Hand,

Seeing it Through Efficiently
and Things Could Work out

Adaptation to Major Social Changes
Self-reliance

Self-motiVation

Ability to Research Independantly
Race Relations
Languages
Administration of Finance •
Control of Costs '
Internal Labour
Growth Awareness
Client Relations

Appreciation of Ul:.'gencyOf wozk
Obtaining the Co-opel:.'ationot Staff

Training and IntrodUction of
AffirmatiYe Acti.on

.

Financial Skills
Financial Skills
Financial Skills / Managing ~Caff
Financial Skills
Financial Skills / Efficiency

Orientation
Developing Others / Managing Staff
Concern for Order
Communication Skills
Efficiency orientation

Adaptability and Resilience
Self-confidence / Self-control /

StamIna/Tenacity
Self-confidence / Self~control /

stamina/Tenacity
Self-confidence / Conceptual

Thinking / Analytical Thinking
Managing Diversity
Con~unication skills
Financial Skills
Financial Skills
Managing Diversity / Managing Staff
Adaptability and Resilience I

Strategic Perspective
Business Sense and curiosity /

Communication Ski~ls / strategic
PerspectiVe

Efficiency orientation
Managing staff / Group Management

and Teamwork
Managing Diversity / Managing Staff
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.Appendix 9

NEED FOR TRAINING
FACTOR ANALYSIS: EIGEN VALUE SUMMARY

. -
Number ·.Eigen Percent Cumulative

Value Percent __
1 14.7612 47.62 47.62
2 2.2354 7.21 54.83- 1.9216 6.02 61.033
4 1.4390 4.64 65.67
5 1.2270 3.96 69.63
6 1.0472 3.38 73.00
7 1.0034 3.24 76.24
8 0.9210 2.94 79.21
9 0.7136. 2.30 81.51
10 0.6855 2.2:1 83.73
11 0.6304 1.03 85.76
12 0.5666 1.83 87.59
13 0.4421 1.43 89.01
14 0.4308 1.39 90.40
15 -.03708 1.20 91.60

1---.16 0.3436 1.11 92.71
17 0.3388 1.09 93.80
18 0.2663 0.86 94.66
"19 0.2352 0.76 95.42 --
20 0.2094 0.68 96.09
21 0.1911 0.62 96,71

._

22 0.1864 0.60 97.31
23 0.1608 0.52 97.83
24 0.1433 0.46 98.29
25 0.1180 0.38 98.67
26 0.1014 0.33 99.00
27 0.0803 0.26 99.26
28 0.0730 0.24 99.49
29 0.0660 0.21 99.71
30 0.0589 0.19 99.90
31 0.0317 0.10 100.00 --
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