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Abstract

This study aimed to design and validate a model explaining the emergence of managers’ level of
incompetence in government organizations, with particular emphasis on the Ministry of Industry, Mine and
Trade. This applied study adopted an exploratory mixed-methods design grounded in a pragmatic
paradigm. In the qualitative phase, grounded theory was employed, and data were collected through
interviews with 15 senior managers of the Ministry of Industry, Mine and Trade selected through purposive
sampling. The interviews were analyzed through open coding and categorization to develop the
paradigmatic model. Subsequently, the extracted components were validated using a two-round fuzzy
Delphi technique with 20 public-sector managers and experts. A threshold value of 0.70 was used for
retaining components, while consensus was considered achieved when the difference between the
defuzzified values of two consecutive rounds was below 0.10. The fuzzy Delphi results confirmed all
proposed components, and the differences between the defuzzified values of the two rounds were below
0.10, indicating expert consensus. Among the antecedent and model-related factors, turbulent
environment obtained the highest crisp value (0.908), followed by coalition building (0.867), corruption in
appointments (0.863), impression management (0.854), disregard for meritocracy (0.850), and weak
supervision (0.829). Regarding the consequences, the crisp values were 0.854 for administrative decline,
0.829 for human capital deterioration, 0.817 for social disconnection, and 0.775 for organizational anomie.
The emergence of managers’ level of incompetence in government organizations is not merely an
individual deficiency but a systemic phenomenon resulting from the interaction of defective appointment
mechanisms, disregard for meritocracy, organizational structures, inadequate supervision, and managerial
survival strategies. Continuation of this cycle may ultimately contribute to administrative decline, erosion
of human capital, social disconnection, and organizational anomie.

Keywords: Managers’ Incompetence Level, Government Organizations, Grounded Theory, Fuzzy Delphi,
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Extended Abstract
Introduction
Managerial competence is a central determinant of organizational effectiveness, particularly in public
organizations where managerial decisions affect not only employees and internal processes but also
the quality of public services, allocation of public resources, and citizens’ trust in administrative
institutions. Although promotion is commonly regarded as a mechanism for rewarding performance
and utilizing organizational talent, advancement to higher hierarchical positions does not necessarily
guarantee successful performance at the new managerial level. Employees who demonstrate strong
performance in operational or technical positions may lack the leadership, decision-making,
interpersonal, strategic, and adaptive capabilities required in more complex managerial roles. This
discrepancy between the requirements of a managerial position and the actual capabilities of the
person occupying it can ultimately lead to what may be conceptualized as a “managerial level of
incompetence.” Contemporary leadership literature emphasizes that incompetent leadership should
be conceptually distinguished from intentionally destructive or toxic leadership because an
incompetent manager may produce substantial organizational harm despite lacking an explicit
intention to damage employees or the organization (Ducheyne & Fruyt, 2026).
Managerial incompetence may emerge through the interaction of individual weaknesses and
defective organizational systems. Leadership quality has been recognized as an important
determinant of sustainable employee performance, indicating that managerial styles and capabilities
can either strengthen or weaken organizational outcomes (Agbana et al., 2024). Poor leadership skills
in public organizations may also create conditions conducive to unethical behavior and weaken
organizational norms (Benlahcene & Meddour, 2023). Moreover, destructive or ineffective leadership
can reduce employees’ psychological empowerment, diminish their sense of autonomy and
effectiveness, and adversely affect their relationship with the organization (Hoffman et al., 2024).
Evidence further indicates that undesirable leadership experiences are associated with employee
withdrawal and turnover intentions (Ogbonda & Amadi, 2022; Tsapnidou et al., 2025). Accordingly,
managerial incompetence should not be treated as an isolated individual problem because its
consequences may gradually extend to human capital, organizational trust, administrative efficiency,
and service delivery.
The organizational context can either limit or reproduce managerial incompetence. Organizational
silence may prevent employees from communicating managerial failures, thereby reducing the
possibility of corrective feedback and contributing to organizational cynicism (Panagiotounis & Saiti,
2026). Bureaucratic complexity and weak information flows may likewise obscure managerial
accountability. The effectiveness of organizational systems depends on coordination among
managerial, human, procedural, and technological factors, and managerial problems can
substantially undermine implementation processes (Yi et al., 2024). Knowledge management
research similarly demonstrates the importance of interaction among people, processes, and
technology for organizational responsiveness and learning (Tomé et al., 2022). In addition,
micromanagement may emerge where managers substitute excessive control for effective
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delegation and strategic leadership (Vu, 2025), while managerial hubris may reduce receptiveness
to criticism and reinforce self-centered decision-making (SEndoGDu et al., 2024).

Other organizational behaviors may further reinforce the persistence of managerial incompetence.
Succession evasion can inhibit the development of competent replacements and protect incumbents
from perceived threats to their positions (Salehi et al., 2024). Conversely, managerial development,
competency growth, empowerment, and continuous learning can strengthen the ability of managers
to cope with increasingly complex roles (Pallikkuth et al., 2024; Sitnicki et al., 2022; Soleimani et al.,
2022). Poor leadership may also create occupational stress and undermine employee performance
(Muchiri, 2022), whereas toxic leadership can contribute to dissatisfaction, psychological strain, and
deterioration of organizational functioning (Octavian, 2023). Studies of workplace abuse further
indicate that problematic managerial behavior is shaped not only by individual characteristics but
also by structural and relational conditions within the workplace (Tziner et al., 2023). Qualitative
evidence on poor leaders similarly suggests that ineffective leadership can take multiple forms,
including deficiencies in communication, decision-making, support, and professional leadership
rather than merely overtly hostile conduct (Huikko-Tarvainen & Auvinen, 2025). In addition,
dissatisfaction and employee attrition are strongly influenced by managerial and organizational
experiences (Matemane & Ayeni, 2026). Against this background, the present study sought to design
and validate a model explaining the emergence of managers’ level of incompetence in government
organizations, with particular focus on the Ministry of Industry, Mine and Trade.

Methods and Materials

The study was applied in purpose and employed an exploratory mixed-methods design based on a
pragmatic philosophical orientation. The research was conducted in two sequential phases. In the
gualitative phase, grounded theory was used to identify and organize the factors involved in the
emergence of managerial incompetence and to construct a paradigmatic model grounded in
participants’ organizational experiences. The qualitative population consisted of senior managers
and experienced administrative personnel within the Ministry of Industry, Mine and Trade.
Participants were selected through purposive and accessible sampling according to their managerial
experience, organizational knowledge, educational background, and relevance to the research topic.
Interviews continued until theoretical saturation was achieved. Fifteen senior managers participated
in the qualitative interviews. Participants generally held doctoral degrees in public administration,
executive management, business management, or industrial management and had substantial
managerial experience.

Data in the qualitative phase were collected through semi-structured interviews. Interview questions
addressed managerial appointments, individual competencies, meritocracy, organizational culture,
bureaucratic structures, supervision, environmental pressures, managerial responses to
organizational constraints, mechanisms for maintaining managerial positions, and organizational
consequences of managerial incompetence. Interview transcripts were examined line by line. Open
coding was first performed to identify meaningful concepts, after which similar concepts were
compared, integrated, and classified into subcategories and broader categories. Continuous
comparison was used throughout the analytical process to refine concepts and clarify relationships
among the categories.

The quantitative phase was conducted using the fuzzy Delphi method to validate and screen the
components derived from the qualitative analysis. Twenty experts and public-sector managers,
particularly managers associated with the Ministry of Industry, Mine and Trade, were selected
through purposive information-oriented sampling. A researcher-developed questionnaire was
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constructed from the qualitative findings. Experts evaluated each identified component using five
linguistic categories: very low, low, moderate, high, and very high. These linguistic responses were
transformed into corresponding triangular fuzzy numbers. A threshold value of 0.70 was adopted for
retaining components. The fuzzy means of the experts’ responses were calculated, and
defuzzification was performed to obtain crisp values for each component. The Delphi process was
conducted in two rounds. Consensus was considered achieved when the difference between the
defuzzified values obtained in two consecutive rounds was less than 0.10.

Findings

The qualitative analysis generated 58 initial concepts. Through comparison and categorization, these
concepts were organized into 23 subcategories and subsequently structured within the six
dimensions of the grounded-theory paradigmatic model. The central phenomenon was the
emergence of managers’ level of incompetence. Three principal causal conditions were identified:
corruption in appointments, individual inefficiency, and disregard for meritocracy. Corruption in
appointments was reflected in politically driven relationships, engineered organizational positions,
loyalty-based selection, and inadequate screening. Individual inefficiency was represented by
deficiencies in leadership, insufficient soft skills, irrelevant prior experience, and lack of specialized
knowledge. Disregard for meritocracy was reflected in the prioritization of obedience and the
dominance of acquiescent organizational behavior.

The contextual conditions comprised defective organizational culture, bureaucratic structure, and
structural instability. Defective organizational culture included fear of protest, organizational silence,
inconsistency between stated values and actual practices, and organizational hypocrisy.
Bureaucratic structure was characterized by complicated procedures, administrative paperwork,
monopolization of information, and lack of transparency. Structural instability was associated with
discontinuity of programs and short managerial tenures.

The intervening conditions included weak supervision, structural immunity, and a turbulent
environment. Weak supervision was manifested in ceremonial inspections and lack of effective
sanctions. Structural immunity was associated with protective rents and managers’ secure zones,
while turbulent environmental conditions involved political and external pressures that constrained
managerial functioning. Three principal strategies were identified: impression management, creation
of a secure managerial position, and coalition building. Impression management involved
exaggerating achievements and prioritizing symbolic or promotional activities. Creating a secure
position included avoiding accountability and transferring responsibility for failure to subordinates.
Coalition building involved lobbying and obtaining political or hierarchical support.

The main consequences of the phenomenon were administrative decline, deterioration of human
capital, social disconnection, and organizational anomie. Administrative decline included
organizational stagnation, reduced efficiency, slower service delivery, and operational paralysis.
Deterioration of human capital was reflected in the frustration and departure of professional and
talented employees. Social disconnection involved declining public trust and increasing negative
perceptions of the organization. Organizational anomie was associated with perceived discrimination
and lack of organizational justice.

The first fuzzy Delphi round confirmed all identified components. Among the antecedent and
strategic factors, the highest crisp values were observed for corruption in appointments (0.919),
turbulent environment (0.908), bureaucratic structure (0.875), and coalition building (0.842). The
corresponding values for disregard for meritocracy, impression management, structural immunity,
weak supervision, individual inefficiency, defective organizational culture, structural instability, and
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creation of a secure position were also above the acceptance threshold of 0.70. For the
consequences, the first-round crisp values were 0.842 for administrative decline, 0.800 for
deterioration of human capital, 0.846 for social disconnection, and 0.783 for organizational anomie.
In the second Delphi round, all components again exceeded the 0.70 threshold. Turbulent
environment obtained the highest crisp value at 0.908, followed by coalition building at 0.867,
corruption in appointments at 0.863, impression management at 0.854, disregard for meritocracy at
0.850, and weak supervision at 0.829. The crisp values were 0.808 for defective organizational
culture, 0.808 for structural immunity, 0.792 for individual inefficiency, 0.792 for creation of a secure
position, 0.788 for structural instability, and 0.875 for bureaucratic structure. Regarding the
consequences, administrative decline obtained a crisp value of 0.854, deterioration of human capital
0.829, social disconnection 0.817, and organizational anomie 0.775. Differences between the crisp
values of the two Delphi rounds were below 0.10 for all components, demonstrating expert
consensus and supporting termination of the Delphi process after the second round.

Discussion and Conclusion

The findings demonstrate that managerial incompetence in government organizations is not
adequately explained as an isolated deficiency in the knowledge or personal capabilities of an
individual manager. Instead, it emerges through a systemic cycle in which defective appointment
mechanisms, individual inadequacies, disregard for meritocracy, organizational culture, bureaucratic
arrangements, weak supervision, structural protection, and environmental pressures interact with
one another. This systemic interpretation is important because it shifts attention from simply
identifying an incompetent manager to understanding the organizational mechanisms that allow
incompetence to emerge, survive, and reproduce.

The causal conditions indicate that the process can begin before a manager formally assumes a
position. When appointments are influenced by relationships, political loyalty, or obedience rather
than professional competence and role requirements, a discrepancy is created between managerial
responsibilities and individual capabilities. Once such managers enter the organizational hierarchy,
contextual conditions such as organizational silence, administrative complexity, lack of transparency,
and frequent managerial turnover may prevent early identification or correction of their deficiencies.
Weak supervisory mechanisms and structural immunity further reinforce the process by lowering the
organizational consequences of poor performance. Under such circumstances, incompetence may
persist because ineffective managers do not face sufficiently strong feedback, accountability, or
replacement pressures. The finding that a turbulent environment received the highest crisp value in
the second Delphi round suggests that environmental complexity exposes managerial deficiencies
and makes adaptive, analytical, and strategic capabilities particularly important.

The identified strategies further clarify how managerial incompetence can become self-sustaining.
Impression management allows symbolic success to substitute for measurable outcomes, while
creation of a secure managerial position transfers accountability away from the manager. Coalition
building can provide political or administrative protection and further reduce the probability that weak
performance will result in removal. Consequently, incompetence becomes embedded within
relationships and organizational routines rather than remaining a temporary individual problem.
The consequences indicate that this process ultimately affects organizational functioning at multiple
levels. Administrative decline reduces efficiency and slows service delivery. Human capital
deterioration occurs when competent employees become frustrated, disengage, or leave the
organization. Social disconnection develops when declining performance reduces trust in the
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organization, while organizational anomie emerges when employees perceive inequality,
discrimination, and inconsistency between formal rules and actual managerial practices.

The convergence of the qualitative and fuzzy Delphi findings strengthens the proposed model. All
identified components exceeded the predetermined acceptance threshold, and differences between
the two Delphi rounds remained below 0.10. Therefore, the final model provides an integrated
explanation of the emergence of managers’ level of incompetence in the studied government
context. The model suggests that prevention requires more than managerial training alone. Effective
intervention should address appointment systems, merit-based selection, organizational
transparency, supervisory mechanisms, accountability, succession planning, performance
evaluation, and the development of managerial competencies simultaneously. Overall, the study
concludes that the emergence of managerial incompetence is a systemic and multidimensional
organizational phenomenon whose persistence can progressively undermine administrative
effectiveness, human capital, organizational justice, and public trust.
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