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Executive Summary 

 

Introduction 

This report presents a retrospective examination of the inter-divisional executive training and 

development programs for managers, future leaders, and senior staff at the Ministry of Finance 

(MOF), as well as a summary of the outcomes for the first six cohorts. The programs were 

launched in 2012 and operated for four years as a partnership between the MOF Unit of 

Instruction and Organizational Development (UIOD) and the JDC-Israel Elka Institute for 

Leadership and Governance. The overarching goal was to strengthen management and 

leadership skills at the executive level in the different divisions along with inter-divisional ties 

and a common "MOF identity."  

Separate training programs were implemented for two executive levels: middle (levels 1 and 

2) and senior (deputy-directors and future leaders). For each program, the goals set 

corresponded with the needs of the target population: for the middle level, the emphasis was 

on basic executive skills, such as managing employees and tasks; for the senior level, the 

emphasis was on macro-skills, on the requisite strategies for the position of senior director, and 

on learning from the experience of other ministries and sectors, particularly the business sector. 

In the latter programs, prominence was also accorded to strengthening a systemic perspective 

including the promotion of inter-divisional and inter-ministerial collaboration, and delving 

more deeply into societal issues and values affecting the management of the MOF and civil 

service.  

Throughout, the learning methods and emphases were modified and adjusted to the needs of 

the MOF and the times. According to the UIOD, the basic conception behind all the programs 

was the integration of professional MOF substance with the management skills and values of 

the civil servants. Taken as a whole, these emphases embody the professional "MOF identity" 

that the programs sought to consolidate.    

According to the underlying organizing concept of the programs, there were two main foci: 

 The development of executive skills including the management of employees and of 

projects, strategic planning, spearheading change, and managing interfaces and 

collaboration both inside and outside of the ministry   

 The strengthening of civil-service values and an MOF identity.  

 

To achieve the program goals, varied learning methods were employed. In this context,  

participants developed group projects to practice and drill the material learned. Furthermore, 

in keeping with the general conception of the UIOD, there were supplementary activities to 

reinforce the contribution to managerial development: personal coaching and the executive 

forum.   

The Myers-JDC Brookdale Institute was asked to conduct an overall study examining the 

program outcomes. This report presents the findings. 
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Study Design 

The main topic examined by the study was the participants' perception of the impact of the 

program, projects and supplementary activity to their professional development, from the 

perspective of time (hereafter: the perceived impact). 

The data were collected in June-August 2016 by a number of means: semi-structured, in-depth 

interviews with 11 graduates of the six cohorts; an online questionnaire for 106 graduates of 

the six cohorts, 80 of whom were still employed at the ministry at the time and 26 who had 

left. The questionnaire was completed by 85% of the graduates still employed at the ministry 

and by 38% of those who had left since the end of the program. Because the latter showed a 

low response rate, they were omitted from the study. The focus thus changed to responding 

graduates employed at the ministry at the time of the questionnaire. In addition, semi-

structured, in-depth interviews were held with program staff, the UIOD and Elka, and program 

data were collected and analyzed for the years of implementation. 

Findings 

These, then, are the main findings from the perspective of time. We will first look at the 

perceived impact of the program to participants and, then, of the projects and supplementary 

activities.  

Program impact on participants from the perspective of time 

In examining the perceived impact on the graduates' professional development, two aspects 

were taken into account, based on a number of measures:  

 The personal aspect – the response to professional needs; the acquisition of 

knowledge, the perceptions, attitudes, tools and skills and sense of self-efficacy; actual 

work changes, and promotion to a new position or level 

 The group-interaction aspect – development of a common MOF language and of 

professional ties between graduates from different divisions. 

These are the main findings for both aspects, according to each measure.  

Note that the perceived impact on graduates of the various levels differed consistently. On most 

measures, senior-level graduates reported a greater impact than did middle-level participants 

(more below).  

With respect to the personal aspect, graduates assessed that: 

 The knowledge gained in the programs on core topics such as management approaches, 

the activities of other divisions, and their interface, contributed to the graduates' work 

(78%-88% perceived the impact as great or very great, by topic). On the other hand, on 

broader topics such as the ministry as a whole or the civil service, the perceived impact 

was smaller (43%-56%).   

In the comparison of the two levels, the middle level attributed a greater impact 

to the knowledge gained of management methods (88% vs. 65%) whereas 

senior-level graduates attributed a greater impact to the knowledge gained of 

broader circles: other divisions and sectors (84%-95% vs. 40%-70%) and socio-

economic issues in Israel (68% vs. 33%). 
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 The perceptions that crystallized in the wake of the programs on core topics, 

particularly on identity and on management style, impacted the graduates' work (85%-

63%, reported a great or very great impact, by topic). On the other hand, the impact in 

the context of the broader topic – the benefit of inter-ministerial collaboration in civil 

service – was seen as smaller (44%). 

In the comparison of the two levels, the senior level attributed a greater impact 

to the perceptions that developed of the role of the MOF in shaping and realizing 

policy, and of the benefit of collaboration between ministry divisions (84% vs. 

60% on average). 

 The tools acquired in the program contributed to strengthening professional 

competence (53%-76% reported a great or very great impact, by skill). Concomitantly, 

some graduates felt a lack of practical skills and opinions were divided on whether the 

programs had responded adequately to this need. 

In the comparison of the two levels, the middle level had a greater sense that the 

tools they had acquired had strengthened their ability to manage employees 

(84% vs. 57%) whereas the senior level emphasized the impact to their ability 

to spearhead collaboration (81% vs. 57%). 

 The program strengthened the sense of self-efficacy concerning the impact on the 

narrower circle – co-workers, the unit, their specific division or the area that they 

directed (76%-86% cited a great or very great impact, by topic). On the other hand, the 

perceived impact on the sense that they could have an effect on the broader circle – the 

ministry and civil service – was small (23%).  

In the comparison of the two levels, the senior level reported that their sense of 

self-efficacy had strengthened to a greater extent as regards both the unit they 

directed (95% vs. 67%) and the broader circle of the ministry and civil service 

(57% vs. 7%, on average). 

 The program's impact on changing their actual work was smaller than for other 

measures as regards both core topics – such as management style or spearheading 

divisional change (44%-52% cited a great or very great impact, by topic) – and the 

broader circle of spearheading ministry change, and of work relations and collaboration 

with other public-sector institutions or other sectors (11%-12%). 

In the comparison of the two levels, the senior level reported more on changes 

in their actual work as regards both core topics (71% vs. 31%) and the broader 

circle (29% vs. 3%, on average). 

 The programs contributed to promoting the positions or levels of some of them; 42% 

of the graduates were promoted following their participation; 27% of those reporting 

promotion assessed that their participation in the program had contributed to their 

promotion. 

The comparison of the two level showed that a greater percentage of senior- level 

participants reported promotion (58% vs. 35%). 

On the group interaction aspect, the findings indicated different program assessments for the 

two levels:  
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 A higher percentage of senior-level graduates reported that a common MOF language 

had been created on matters dealt with in the program (76% vs. 45%). 

 A higher percentage of senior-level graduates reported that the inter-divisional ties 

formed in the program contributed to their work (76% vs. 31%). 

Furthermore, according to the examination of attitudes: 

 88% agreed on the importance of the work of a single consolidated ministry and not 

just of the separate divisions; however, 47% on average believed that in practice, each 

division had its own identity and, in most cases, joint work is not possible (19% were 

neutral).  

 90% agreed that there was much to learn from the conduct of other sectors in order to 

improve the work of the public sector. 

 

Impact of the projects and supplementary activities 

The study examined the impact on program graduates of two additional elements: the group 

projects developed by participants in the program and the supplementary activities 

accompanying the programs, including personal coaching and the executive forum. In the 

opinion of the graduates:  

 The work on projects did not allow for effective experience in applying the material 

they had learned in the program (68% responded that the project had done so only to a 

small extent or none at all). Moreover, 86% of the graduates reported that the project 

in which they had been involved had not been realized.  

In the comparison of the two levels, a somewhat higher percentage of the senior 

level reported that the project in which they had been involved had been realized 

(26% vs. 9%). 

 Personal coaching reportedly contributed (to 72% of the participants to a great or very 

great extent) due to the personal guidance supplementing the general learning, and it 

helped them deal with the individual management issues that they faced at the time.  

 

 The executive forum contributed to the participating graduates (to a great or very great 

extent according to 83% of its participants). The forum was held for the middle level 

in two program cohorts (2013 and 2014), of which 82% of the graduates attested to 

their participation.  

 

Conclusion and Discussion 

The executive training programs to develop managers, future leaders and senior staff at the 

MOF played an important role in the four years examined by the study. The programs 

developed a unique fabric over the years, the format was inter-divisional, and they integrated 

management/leadership substance with social substance and values. They were adapted to 

various levels by emphasizing topics of relevance and added value for each. Most graduates 

felt that they had provided responses to their needs as MOF executives. At the same time, the 

study revealed important aspects that require improvement. 
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These are the main points of the overview of the findings: 

 On most of the measures examined, senior-level participants reported a greater 

impact than did middle-level participants. In some instances, each level indicated an 

essentially different impact, according to program emphases. 

 The perceived impact on the measure of actual work changes was considerably 

smaller than on other measures. One possible explanation cited by several graduates 

in interviews or open questions was that insufficient emphasis had been accorded to 

linking the learning material with their actual work and the realities on the ground, or 

to processing and applying the material learned. On this measure, too, senior-level 

graduates reported more change than did middle-level graduates. 

 Graduates reported a greater program impact with regard to the core topics or the 

immediate work environment than with regard to the broader circles (the entire 

Ministry of Finance, other ministries in civil service and other sectors). The broader 

view was underscored in programs for the senior levels who did attest to a greater 

impact in this respect.  

 A more complex picture emerged regarding the impact of the tools acquired in the 

programs to strengthen the graduates' skills. Opinion was divided on whether the 

response was adequate to meet this need.   

 The programs contributed partially to the promotion of graduates to a new 

position or level although in most of the cohorts, there was no integrated, structured 

track for MoF promotion or mobility.  

 The work on the projects did not adequately respond to the need to process and 

apply the learning material, and most of the projects were not completed. 

 

Note that the Director-General's program to train the future leaders, which was the last 

program examined by the study, was conspicuous for its impact on graduates; it benefited from 

the high involvement of management, the great expectations of the participants, and the attitude 

towards them as a select group of managers anticipating promotion. The representation of the 

various division was more balanced than in other programs, and there were more 

representatives from the Budget Division. These differences contributed to intra-ministerial 

collaboration. Moreover, graduates cited an especially great impact insofar as concerns 

leadership and strategy. Concomitantly, they reported less on changes in their management 

style compared with graduates of other programs. Employees who previously had not 

participated in programs for the middle level, reported a need to expand the topic of basic 

management. 

Two topics emphasized by the programs were examined at length:  

 

Management and leadership 

The programs contributed in different ways to the graduates of different levels, according to 

the way that they were designed and based on the definition of the requisite skills defined for 

each level.   
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 Among middle-level graduates, an especially great impact was found as regards basic 

leadership; for example, management approaches, style and tools.  

 Among senior-level graduates, an especially great impact was found as regards 

leadership, strategy and spearheading change. 

At the same time, it is important to mention that some 50% of the graduates did not report 

significant change in their actual work, including in the areas of management and leadership. 

The rate reporting change in actual work among the middle level was similar to that of 

managers in senior-level programs. Nonetheless, the main dimension of spearheading 

divisional change was reported by 71% of the senior level vs. 31% of the middle level. 

In this respect, note that middle-level graduates thought that there was insufficient connection 

between the programs and the changes they sought to promote, on the one hand, and  the MoF 

senior-management stratum, leadership, and existing organizational culture, on the other. In 

their view, this was a delaying factor of sustaining change in management and of spearheading 

change in general. 

 

Collaboration of ministry divisions 

Altogether, most of the graduates at all levels reported that the knowledge they had acquired 

about other divisions and the collaboration with them impacted their work. Most graduates 

agree that it is important to work as a single consolidated ministry rather than separate 

divisions. At the same time, many believe that in practice, each division has its own identity 

and joint work is not usually possible. Senior-level graduates attested to a larger impact than 

did middle-level graduates with regard to work relations and collaboration with other divisions.   

Note that some respondents and interviewees said that the numerical ratio of the participants 

from the various divisions in the programs was not balanced, which they felt impeded inter-

divisional dialogue and collaboration. In particular, graduates emphasized the absence of 

Budget Division personnel from most of the programs. Their absence was highly conspicuous 

given the predominance of their positions in MoF work.  

Questions also arose about the applicability of the principle of collaboration beyond program 

boundaries. Graduates stated that while they understood the importance of shared MoF work, 

they believed that, in practice, matters did not proceed in this way. As they saw it, the joint 

programs did not change the essentially-fragmented structural realities of the ministry. 
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To summarize, the following findings are the main program achievements and challenges:  

 

     

     

     

 

 

 

 

 

  

 

Main Achievements 

 Contribution to the graduates' 

work as regards knowledge 

acquired and perceptions 

consolidated on core topics, such as 

management approaches or styles  

 Contribution to the senior level as 

regards knowledge and perceptions 

of the broader circles, e.g., the 

benefit of inter-ministerial 

collaboration in civil service or the 

activities of other sectors 

 Strengthening the sense of self-

efficacy of participants as regards 

impacting their close working 

environment 

 Contribution to the middle level as 

regards basic management 

 Contribution to the senior level as 

regards strategic management , 

leadership, and spearheading change 

 Promotion of inter-divisional 

collaboration at the ministry, 

mainly at the senior level 

 

Main Challenges 

 
 Tightening the connection between 

program substance and ongoing 

practice, and expanding its 

processing and implementation; this 

also refers to actual changes in work, 

mainly at the middle level 

 Rethinking project work, including 

a clearer definition of goals and 

linking it both to learning material 

and the ongoing work of participants, 

so as to increase applicability  

 Expanding activity to broader 

circles such as the MoF or civil 

service, mainly at the middle level 

 Equalizing the number of 

participants from the various 

divisions and emphasizing the 

inclusion of the Budget Division 

 Tightening relations between 

middle-level participants from 

different divisions and creating a 

common MoF language  

 Addressing a common "MoF 

identity" with attention to existing 

organizational realities and the 

challenges posed in this context 
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