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Abstract

Successful merit based human resource managengnbigier stone to build government institutionsrdythe
implementation of public policies and strategiekjal in turn has an impact on the development perdmce of
the country. In the course of the study we explald assessed the factors that affect the impleientof
merit based HRM in relation to recruitment, sel@ctand promotion. Descriptive and exploratory resesypes
were applied and the relevant data were collecteth fboth primary and secondary sources by using key
informant interviews, questionnaire and documesmtyais. The analysis and finding of the study shdved, in
professionalizing the civil service, the city aditration was not successful, there was a mertbdien and
lack of neutrality to attract qualified, experiedceompetent and effective civil servant and threruigment and
selection committee lacks the knowledge and expeeién the recruitment, selection and promotiorcedures.
Besides, there was lack of exam security and nepotis well as officials and human resource manager’
involvement in merit based recruitment and selectichich are the manifestations of corrupt practce
unnecessary political interference. Therefore rdo®@mmendation forwarded is that, governments shioave to
take a remedial action to avoid the distortion dadritnprinciples and it must ensure the creatioraafeutral
policy implementer civil service, the applicatiohmoerit based recruitment, selection and promosbauld be
free from unnecessary political interference anchuist be supported by legal framework and docurtienta
and the civil servant selected for promotion shduidof the most meritorious one who is able andyea
perform duties at a higher rank based on his/Hepgrformance.

1. Introduction

Putting the problem statement and the general tbgeat the center, this chapter holds back groohthe
study, specific objectives, research questionsiifiignce and scope of the study, description efstudy area,
definition of key terms, organization of the thesisd limitation of the study. Merit based humanowsse
management (HRM) is a crucial end over in any omgdion that it is either part of the problem ortpaf the
solution. Therefore, organizations are expectegrtiperly manage their human resources to get marimu
contribution of their employees to achieve theigasrizational objectives (Stone, 1998). To this régshe
human resource management reform is one of themnefomponents under the civil service reform pragia
Ethiopia and it is implemented in the civil serviostitutions so as to manage the civil servanta fair, open,
effective and efficient manner.

The civil service arrangements have emerged as rianto mediating institutions which interface
between the state and its citizens. Traditionail§l cervice organizations were massive, highly tcglized,
influential structures with immense power over gawvernance of the affairs of a country, and often very
responsive to the changing needs of governance paddic administration. However, nowadays many
governments in the world have realized the impaetanf greater efficiency in the delivery of serdde their
citizens. Thus, governments have initiated largdesceform in their civil services to achieve gegatfficiency,
effectiveness, accountability and responsivenes#tiKn graham, Sanders and Horner, 1996).

Any organization whether it is public, private amgovernment operates with and through people.
Public institutions in particular are evaluatedtba basis of the performance of their human ressusince their
establishment is purely to serve the public. Goramt activities highly involve human resource tgliement
government policies and strategies as well as dwige quality service delivery to the extent custosncan be
satisfied. The historical development of human wese management at International and National level
indicates that, as the merit based HRM is the hefdffective implementation of government policiasd
strategies. Human resource management is the degighformal systems in an organization to en®ffective
and efficient use of human talent to accomplishanizational goals and it is a planned approachstabéish
motivated and developed staffs which can and wile gheir best support to achieve organizationadsimns
(Nieto, 1989).

Merit based human resource management is signhétabsence of political favoritism and extraneous
influences, and is designed to make the civil senattractive to talent individuals. However, inltirethnic
societal countries like Ethiopia, merit system ighly distorted by several factors such as patrenagainst
merit, the comparative importance of racial, religi based, provincial and gender based prefereBesides,
the effectiveness and efficiency of the merit balseshan resource management is violated by distoitiche
merit system through unnecessary interference, tippfriendship and the like. Even where counttiest
have adopted a merit based system, different pesctiffect in favors of these biases (Satish, 2004)
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Historically, the origin of theModern’ civil service in Ethiopia dates back to the MekéliEral907
when the Emperor initiated the formation of few isiiries aimed at ensuring orderly and efficienaagements
to the workings of government. Since the

‘modern’civil service was started, Ethiopia has had forméds and procedures in accordance with the
principle of developing a merit based civil servigstem. Though, progresses had been achievedgdilnén
Imperial Era, lack of participation in the preparatof position classification, salary scale anld gescriptions,
the absence of firm loyalty to the civil servicdesi and regulations and political interference @rspnnel
matters were seen as chronic problems of the tnmaplement the CSR (Paulos, 2007 cited in Teg20eg).

During the post Imperial Era (Derg regime), theiftian civil service has been characterized by
duplication and fragmentation of public functiomwnplaying of merit and professionalism, corrupqtice
and inefficient service delivery. As a result theilcservice was forced to serve the order of tlag @ehret,
1997). Though, historically the initiative to refothuman resource in Ethiopia dates back to the Mehdra,
it was few years after the downfall of the militaygvernment that the current Ethiopian People Reiwiary
Democratic Front (EPRDF) government conducted dimoous reform to restructure the civil serviceteys
with the intention of multi-party democracy and ketrdriven economy. Therefore, the main role of ¢he
service is changed and civil servants begun toesbased on an autonomous institution in merit bagstem
(Ministry of Capacity Building, 2004). The main amin of restructuring the civil service was therefto deal
with weakness and inefficiency and to function meffectively in the dynamic environment.

1.1. Problem Statement

The civil service performance depends on soundiitaeent, selection and promotion practices. Howglmy
morale, high turnover, extreme civil service salailys, and the poor service quality are widespr@adhe
government administrations that fail to pull, maintand motivate high-quality civil servants. Therinbased
system fulfils the requirement of transparency wtien criteria used for recruitment, selection angimption
are made known to the public and are open to itgpecThe condition of unjust is established whearev
mechanisms exist that permit perceived violatiohmerit based hiring or promotion decisions to beiewed
and challenged (Niefd.989)

To this regard, the Ethiopian civil service systerhighly restricted to the Ethiopian Federal Civil
Servants Proclamation No. 515/2007 which allows @abheonomous civil service institutions guided byrine
principles. However, according to Aliyou (2005) ahelgene (2008) in their empirical study on humasouece
management in Amhara and

South Nation Nationality and People’s Regional &taspectively indicated that, the

HRM is influenced by poor capacity building, lack participation, inadequate transparency,
unaccountability and inefficient motivation systeResult oriented performance management and remgardi
systems were not as expected due to lack of pesfoceappraisal. Besides, selection and promotioa often
distorted by friendship and political interference.

Merit-based recruitment and promotion involves #pecification of objective criteria related to
credentials, work experience and the ability toied organizational goals as the basis for decssammcerning
entry into or advancement within the civil servidéerit-based system strives to ensure the recruitraed
selection of the “best” and most competent candilathus assisting efforts to attract, secure aathtain
professional, high-quality civil servants (UNDP,03). However, the current design and implementatibn
recruitment, selection and promotion in the stutbaavas faced by different problems during theuigment,
selection and promotion proce®ut whythese problems takes place needs further resediclrefore, it is
reasonable to asseabe effectiveness of merit based human resourcegeament in line with the objectives set
so far. Hence, the aim of this study is to assessitMBased HRM in relation to recruitment, seleatiand
promotion in Tigray Regional State: The Case ofr&Sl@ity so as to recommend effective implementation
strategies.

1.2 Resear ch objectives

General objective

The general objective of this study was to asdesiplementation of merit based human resourceagement

in relation to recruitment, selection and promotfimihe civil service institutions of the study are

Specific objectives

Based on the general objectives of the study,dkearch would have the following specific objective

v' To determine whether recruitment, selection andnpitmn criteria are used based on merit principléhi
civil service institutions or not

v/ To assess the practical challenges that the @wilice face in implementing the merit based hunesource
management

v/ To examine how accountability is ensured in thél siervice institutions when there exist distortionthe
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merit system
To recommend practical implementation strategiediltathe gaps related to merit based recruitment,
selection and promotion and to give clue for otlesearcher on this issue

v

1.3. Research Questions

v'To what extent the recruitment, selection and pt@nccriteria are used based on merit principléhia civil
service institutions of Shire city?

v'"What practical challenges does the civil serviae fim implementing the merit based HRM of the starga?

v"How accountability is ensured in the civil serviostitutions when distortion in merit system existsShire
city?

v'What implementation strategies will be appropriatéilling the gaps in recruitment, selection angmotion
principle?

2. REVIEW OF RELATED LITERATURE

2.1. Introduction

The overall intention of this chapter is to revieeme related literatures of the study. Hence, thepter
contains the concepts and definition of HRM, thactices of Merit based HRM, the functions of HRNhated

to recruitment, selection and promotion as welpagessional ethics and accountability to estabinit based
HRM and accountable civil servant, the historicabelopment of civil service in Ethiopia, merit bd4¢RM in

Ethiopian civil service and the HRM functions reldtwith recruitment, selection and promotion inigan

civil service.

2.2. Human Resour ce M anagement

Regarding the Human resource management definitiamy scholars defined it in different ways. Taoslirate
some of the concepts what HRM means, it is timeliake these working definitions. Therefore, astdN{@989)
stated, HRM is a system of activities and stratetfiat focus on successfully managing employeed &vels

of an organization to achieve organizational g&ahployees are the human resource of an organizatidrits
most precious asset. To be effective, an organizatiust make employee efficiency as a major gaaiil&ly,

as asserted by UNDP (2003), HRM is defined as angld approach to managing people effectively fatebe
achievement. It aims to set up a more open, flexdsld considerable management style so that psdli@ants
will be motivated, advanced and managed in a wa they can and will give of their best to support
departments' missions.

2.3. The Practice of Merit Based Human Resour ce M anagement

The HRM had a long history and for more than a wsnhow, HRM, as a discipline and practice in the
management of people in an organization, has egianel developed into different areas. These digseipland
practices have gone through a process of trial eamnar, theory building and testing of various cqotseby
practicing managers and academics. The underlgirgg$ behind the evolution and development of HRiVieh
been and still are different accordingly, and thespit for knowledge of better ways of acquiringlarilizing
labor. The changing organizational environmenth@a marketplace pushed managers to improve effigiamc
the production and service delivery processes byeasing their ability to use the best practicepedple
management at the time. That is, employee manageewmiques or methods that would improve produgti
reduce the expense of service delivery, and asainge time ensure sustained availability of competeif in
the organization (Itika, 2011).

Similarly, HRM as a practice happens wherever themaore than one person. It starts at the family
level where family members take different roles amdponsibilities for the accomplishment of family
objectives. The head of the household would haraksssailable resources including people to fihd best in
them in order to achieve whatever may be neededesired. Indeed, the division of labor depends len t
viewpoints, values and expectations of relatives &hich are rooted in the wider society, be itangla tribe or
religion. Managing people in an organizationalisgtis well documented throughout the history ofnkiad.
Organizational structures evolved, leadership epteay was formed, roles and responsibilities wesigaed to
people, accountability systems were laid down, r@wehrds and punishments were also provided. Irrégard,
division of labor, specialization and accountapilitere systematically organized to achieve a sjepiirpose
(Taylor, 1960 and Cuming, 1985 cited in Itika, 2R1However, as Armstrong (2001) stated, the docuatiem
of the evolution and development of HRM practicas be traced back to the booming European econdmy o
the 1900s. This economy created the necessaryoenvémt for more serious thought on the role ofcatiffe
people management in the emerging labor markéteofitne.

Merit based system is the cornerstone to implerk#RM effectively and efficiently. The historical
development of public administration shows thag therit based HRM was instituted after the enactroén
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Pendleton Act 1883. Though merit system had a listpry, it was/is highly affected by centralizatiand
patron system which intern resulted delay and itigid HRM bureaucracy. To avoid the inflexibilignd delays
common to many centralized civil service persomsatems, some governments decentralize various HRM
responsibilities to individual ministries and logavernments. To facilitate this procedure, ruled segulations,
reporting and managerial relationships are develdpemediate the relationship between agenciescanttal
government. Government sectors or Executive Agengtéch assume greater autonomy for HRM functiaoes a
typically expected to meet explicit performanceyéas (MdG, 2011).

However, it is difficult to strike an appropriatalance between consistency in HRM practices across
government agencies and the need to provide gridexdility to government agencies. It is impexatito recall
that traditional, centralized recruitment and hgrjgractices were designed to limit corruption aatrgnage and
to cultivate an esprit de-corps among civil serga@n the other hand, the tight regulations andquores used
to meet these objectives sometimes result in I@tiipdce, inflexibility, and failure to meet opeatal needs of
the employing departments or the career needsdofidtual candidates and employees. These shortgsnin
turn, can lead to inefficiencies and poor serviedvdry. At the other extreme, complete decentsdiin of
HRM functions can inhibit cross departmental movet@ personnel, result in inconsistency of staddand
employment terms, and potentially authorize thetiooation of biased hiring or promotion activiti€Satish,
2004).

2.3.1. Merit Based Recruitment and Selection

As the objectives of an organization is how toaattrcompetent employee, recruitment and selectiom must
be part of the process of attracting and obtaisintable employees for the organization. This suial stage
in staffing function because it determines the igwalf human resources that the organization wélié It is
usually a long process that starts with adverti$orgracant posts, receiving applications, shatirig the most
qualified applicants, and selecting the best catdi&lby using various selection techniques (NE&289).

A clear policy on when and how recruitment and @@ will be conducted is important for the
management, staff and the applicants because gidtential dangers of subjectivity. Much can beiawtd
through clear policy statements on each aspeaafitment and selection process. Some of the gamsvell
described by Bratton (2007), who says that recriitirand selection policy helps the organizationPimvide
guidance on how and when jobs will be advertisedyiBe guidance on how selection will be conductete
priorities for consideration, Instruct on how diggaiare to be handled and Indicate the effect loer gtolicies in
the organization.

These benefits are likely to be achieved if spedifinciples are used in stating recruitment and
selection policy. These are: Defining the key cqteen the policy, Stating the rationale for thelipg
Adhering to the principal legislations of the cayntFocusing on appointment based on merit, Adlgetm
fairness on recruitment and selection (equal oppdst), Considering cost effectiveness in the réorant and
selection process, Attracting and selecting thetmalsiable employees, and Taking into account tihe of the
management, the human resource department, selqudicel, and the job applicants in the recruitrmeamd
selection process (Itika, 2011).

The principles for effective recruitment policy ¢dibe numerous depending on the nature and size of
the organization. For example, the Mzumbe Univengdlicy on recruitment and selection (2008) embsaihe
philosophy of diverse human resources in highamlag institutions. The teaching staff need be hidhained
and should be able to perform the core businesseotiniversity, which is training, research, puations and
extension services. Therefore, the criteria forument and selection are different from the noaeemic staff
(Itika, 2011).

Recruitment is the process of attracting job camgisl in accordance with a human resource plan. For
effective recruitment and selection, there shoddlsound policy that clearly specifies the resjuiitees and
over all organizational human resource requiremantsgaps. Ensuring that the right people in thktmplace at
the right time is a critical factor in gaining anthintaining competitive advantage. Recruitment sgigction
have always been crucial processes for organizatidhey are integrated activities. Hence, emphasig be
placed on admitting only those applicants who akely to perform, obtain skills and show attitudina
commitment in line with the requirements of the amgation’s strategy. Effective recruitment rel@s the
degree to which overall management philosophy stip@nd strengthens an approach to HRM that focoises
the deployment and development of new employees tiiey have gained entry to an organization. Imgloi
this, there needs to be an intelligent uses ofureoent channel. An organization has two sourcesabér
supply-the internal and the external labor marké®G, 2011).

Internal recruitment involves words-of-mouth, reecoemndation or notice board announcements. In
contrast, recruitment in the outdoor labor markeblves different ways: advertising, job centerspoyment
agencies, walk-in and professional associationsW@®) 2001). Merit-based recruitment and select®widely
acknowledged as the hallmark of well performing lpuadministration systems. They further assertext the
African experience of applying merit in the pubdiervice has also underlined the significance cditigihg merit
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with other considerations aimed at ensuring songgedeof representativeness like race, ethnicitygamtier to
ensure equal employment opportunity. Merit involdesling with people based on their knowledgesskihd
other capabilities rather than irrelevant charasties.

Selecting the best candidate is crucial, sinceoaljh appropriate systems may be in place, the wrong
people may still be employed. There should be saeadons for choosing a particular person for sk, tand
not just randomly filling a vacancy and valid anmpeopriate selection processes must be followedvitsRould
recognize all the desired skills and search forbist candidate, even though it may be ultimatalyassible to
find the ideal person who is both able and williaghbe employed easily (UNDP, 2003).

According to Adebabay (2011), in his empirical stush promoting professionalism in the public
service, the main indicator of the Ethiopian cisdérvice inefficiency is poor service delivery resg from
mismanaged civil servants. The Capacity Buildingtsgy of the nation has been giving greater eniptias
HRM. Though HRM reform sub program is one of thenponents of the wider civil service reform program
Ethiopia, its implementation is weak and the follogvcan be cited as major reasons for the weakoketse
HRM sub program implementation:

Lack of comprehensive and integrated knowledge skilll on HRM, lack of visualizing the
contribution of HRM in attaining organizational gisa inability of creating modern structural
framework for HRM in all line institutions, lack ahderstanding to use HRM as a change model
to achieve organizational transformation, devolvidi®M authorities to line institutions without
adequate support to civil service professionals énd managers, inadequate enforcement and
accountability mechanisms, and lack of getting timnagers ownership for HRM among others.

Similarly, Human resource development in the Etl@nmpublic services has not been given as much
attention as it should. The restructuring of puldarvices, rewriting of procedures, redesigningoo$iness
processes and technology adoption have been takehthey were the sole change factors and driwdrs
sustainable improvement. It is paradoxical that yneinil service offices have relapsed into theiiopiposition,
despite huge investments in business process resgig (BPR), which has only resulted in minor ahdrt-
lived changes. The massive redeployment of manpadueing the BPR implementation, mainly focusedtios
political intimacy of employees, rather than on tt@mpetencies required to perform jobs. Recruitnaent
retention of a critical mass of experienced empdsybas been overlooked, and many were victims @f th
hideous process of BPR implementation (Belay, 2013)

2.3.2. Merit Based Promotion

Merit based promotion is the process advancemeah &mployee from one job position to another jobiton
that has higher salary variety, higher level jolsipon and responsibilities. Sometimes promotiosults in an
employee taking on responsibility for managing wverseeing the work of additional employees. Thdsigt
making power tends to rise with a promotion as wéisually, a promotion moves an employee's jobonp
level on an organizational chart. Promotion is \@dvas advantageous to employees because promatoanh
impact on pay, authority, responsibility, and th®lity to influence broader organizational decisioraking.
Promotion raises the status of the employee wheives a promotion which is a visible sign of estdesm the
employer (Sarah, 2010).

Merit based Promotion in the civil service is anfioof recognition for employees who make significant
and effective work contributions. As a result, ditea arises in organizations since repeated prommtio
generally place an employee in a management rohpldyers are also challenged to provide alternatareer
paths for employees who ought to have the benafits recognition provided by promotion, but not the
aspiration to manage the work of other employesdividual contributors must be qualified for promaots that
recognize and reward their role as contributorenf@tion can be a powerful communication tool abmehiat is
valued within an organization. Thus, a promotionidti be available to employees who act in the dwomtion
of work value (Sarah, 2010).

Regarding to promotion of an employee, one canvask promotion is an agenda and how should be
promoted? But the quake answer is, because ip&aerful communication tool about what is valuedhivi an
organization and for the reason that employeesoifnpted can handle the process products and prebksamily
as they are already connected to organization éwtincumbent may take some to adjust himself/hrdet
cost of training the insiders for the higher pasitis nearly nil hence no extra training cost, eaypés will give
their best as they know that reward of giving ggeaiformance is sure and high morale of the empkyse
achieved (Bratton, 2007). Promotion is a motivating that assists individuals and organizationisriprove the
skills and abilities for effective performance. Hoyees take promotion as a reward and recognitaassume
higher positions and responsibilities. If promotiimes not give employees higher responsibility, memsurate
authority and pay, it is invalid. Promotion alscosld be based on the organization interest andatls be
transparent, objective, and serve the purposewdldement (Getachew, 2006). However, in some c@slike
Ethiopia, in the civil service promotion is givemthose who are politically conscious and loyatte party.
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2.4. Professional Ethicsand Accountability

Professional ethics is defined as an ambition tedoot and focusing on the prevention of illegalirmamoral
behavior. The intension of merit based human resooranagement is to create a professional andaktiidl
servant that can act in the public interest (Bar#@04). Thus it includes neutrality, loyalty, traasency,
punctuality, effectiveness, fairness, and otheueslthat may be specific to the public servicesndividual
countries. It is a broad norm that delineates hablip servants act as agents of the state and athers of an
established profession in carrying out their officiduties (Buba, 2009). A civil service dedicaten t
professionalism and ethics is more likely to atitdrgoals if it has in place an ethical infrasttre. To promote
professionalism, a career system based on the prerdiple that can do reasonably and neutral igoant and
promotion of civil servants must be in place. Tétisicture should be accompanied by a clear civilise law
that outlines the legal rights and responsibilitésivil servant (Martin and Thompson, 2006).

The central theme of merit based HRM is to esthldis accountable and dedicated public servant. The
ideal approach of accountability however is a broacept of responsibility. Accountability is thkligation to
respond for the completion of assigned and acceaguéds within the framework of the authority am$ources
provided. A special importance is given on accohititg in the context of responsible governmentgieneral
and civil service in particular. Professional Ethand accountability are inescapable parts of elegrpractice
for everyone at any level of civil service hieray¢l/nited Nation, 2000).

2.5. The Historical Development of Civil Servicein Ethiopia

In Ethiopia, the last four decades had been cheniaetl by the development of formal rules and pdaces in
accordance with the meritocratic principle. Howesarious failures in implementation marked durimgvious
regimes (Paulos, 2007).The Civil Service is therapenal arm of government charged with the implataton
and administration of public policy. According teetachew and Richard (2007), the origin of thederncivil

service in Ethiopia dates back to the Menelik I Brthen the Emperor initiated the formation of a faimistries
to instituted efficient arrangement to the workinggovernment.

It was during Emperor Haile Selassie that undertaokeries institutionalization and restructuring
measures focused towards bringing an effectiveedficient civil service governed by homogeneougsuind
procedures. The civil service was restructured Witittional changes during this reign especialtgrassuance
of the Public Services Order N0.23/1961, which Vaésr amended by Legal Notice No 20/1962 and cdethte
Central Personnel Agency (CPA). It was part of Fleeleral Government Administration that is accouetddr
rules and regulations, related to civil servantsugment, selection and promotion, position clésafion and
salary increment and exclusive right to issue ratijuhs after approved by the council of ministexkefnayehu,
2001). However, the period was known by lack ofparation on position classification, pay scale, job
descriptions, and lack of trained personnel to grephe same and inclusive policy. Furthermoreathsence of
firm loyalty to the civil service rules and regudats and political interference in personnel matigere seen as
chronic problems of the time (Paulos, 2001).

Taking in to account these limitations, the goveentrembarked on a comprehensive CSR Program in
1996. Devolution of powers from the federal goveentnto the regional governments, reorganization and
restructuring ministries and agencies, manpowérmnalization and salary enhancement efforts wetensified
by launching a national capacity-building programemayehu, 2001). According to the Government of
Ethiopia (2001), it was also recognized the Tasic&deam objectively to assess problems in thé sarivice.
The Task Force comes up with the direction; atétadd work practices of the bureaucratic machimase ill
suited to the needs of the new policy environmdnthe nation. Some of the problems included: attital
harms, lack of clear national service delivery pgliinsufficient recognition of citizens’ rightsadk of
accountability; excessively hierarchical organiza$i; giving priority to the convenience of provislemot
customers; more concern on in-put and habitualvitie8, less on achieving tangible outputs; lack of
consultation with customers, and lack of capacity.

This reform program was designed in five major pubgrams: expenditure control and management
sub reform, HRM sub reform, service delivery sulom®, top management system sub reform and ethfosm
sub-programs. During the implementation of thisomef program, though some progress, there was lack o
capacity, ineffectiveness and inefficiency in theilservice. The government also launched the euBéctor
Capacity Building Program /PSCAP/. Following therah of this program, in 2003, the government aiil
the reform agenda in the form of five-year Publien&ce Delivery Capacity Building program aiming to
strengthen public service, improve managerial éffeness and developed the human resource in public
private, civil society and higher education ingtdns (Tilaye, 2007).

2.5.1. Merit Based Human Resour ce M anagement in Ethiopian civil service

The civil service reform in Ethiopia is a reform iain intentionally the government has undertaketransform
the civil service institutions from a bureaucratfitefficient and ineffective to build fair and flie, efficient
and effective, transparent and accountable infstitst It was to this regard that th&' phase (1996-2002) civil
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service reform introduced with 5 sub reform progsammong which the HRM sub reform program is one of
them. As has been mentioned above, though the huesmurce is the mail-stone to implement government
policies, the Ethiopia civil service had encoundeseveral institutional challenges in relation witle changes
of different regime types. However, the currenti@ian government has given due attention to thetrased
HRM. To this end, the Ethiopian Federal Civil SengProclamatiofProclamation No. 515/200%¢ates that:
The civil servant refers to a person employed peendy by federal government institutipns
however, it does not include government officiath whe rank of minister, director general and
their equivalent and above; members of the Houdeeolples' Representatives and the House of
the Federation; federal judges and prosecutors; fens of the Armed Forces and the Federal
Police including other employees governed by tiyeilegions of the Armed forces and employees
excluded from the coverage of this Proclamatiomother appropriate laws.

The government by clearly defining who the civingts are and who are not, the government also
sets the guiding principles of merit based humaousece management. To this regard, the proclamatates
clearly how to recruit, select and promote. Thamefthese things are discussed as follow basetieAdtticles
placed on Ethiopian Federal Civil Servants Proctaona
2.5.1.1. Recruitment and Selection in Ethiopian civil service
Merit based recruitment and selection is the céigsue of any organizational HRM. The Ethiopiardé&ial
Civil Servants ProclamatioffProclamation No. 515/2007): Article 12 sub Article indicates that human
resource planning is vital to enable governmertttinigons to take measure to meet the objectiveifipd in the
strategic plans, to predict the demand on humaoures, to obtain the right number and type of hunesource,
to build-up and properly utilize it, monitor andpapise its result and make corrective measures fioma to
time. Go down to this Article sub Article 2 cleadyates any government institution based on itgegic plan
shall prepare and implement short term, medium tamchlong term human resource plan.

It is with this intention that the government ohtpia set under Article 12 sub Article3 vacancigsy
be filled through merit based recruitment, promotitansfer or employing on the basis of the humesource
plan. With this assumption, Article 13 sub Articleof the Ethiopian Federal Civil Servants Proclaomat
(Proclamation No. 515/2007) positioned in fillinfwacancies, there shall be equal treatment amuingg¢ekers
or civil servants in filling vacancies because béit ethnicity, sex, religion, political viewpointisability,
HIV/AIDS or any other ground. Under this Articletsérticle 2 there is also a brief that a vacantifpms shall
be filled only by a person who meets the qualifaratrequired for the position and scores highentbther
candidates. Notwithstanding these sub Articles3fhsub Atrticle illustrates that, in recruitment, pration and
deployment preference shall be given to: femininadidates, candidates with disabilities, and memioér
nationalities comparatively less represented in ghblic office, having equal or close scores to diker
candidates.

Similarly, to ensure the merit based recruitmerd aelection the government asserted how vacancy
announcement and examination for Recruitment velcbnducted. Article16 sub Article 1 of this praouktion
indicates that government institutions shall adserevery vacant position to be filled by a newilcdervant.
Despite of this Article, whenever there is shortaferofessionals in the labor market, a governniastitution
may solicit graduates of higher educational instins for recruitment in cooperation with the ihstions.

As has been stated, in Ethiopia civil servants goeernment employees that are governed by the
Federal Civil servants Proclamation (Proclamatiammber 515/2007) and many of the merit principles in
Ethiopia are adapted from the American civil sesvimerit principles. The American civil service nberi
principles are the following:

To recruit, select, and advance on merit afterdag open competition

Care for employees and applicants fairly and eblyita

Providing equal pay for equal work and reward decglperformance

Maintaining high standards of honesty behavior, &@ody for the public interest

Administer employees efficiently and effectively

Retaining or separate employees on the basis inffeormances

Be educate and train employees if it results iteb@rganizational or individual performance

Commitment to protect employees from improper pltinfluence and

Make sure to protect employees against reprisalttier lawful disclosure of information in

“whistleblower” situations (Adebabay, 2011).
2.5.1.2. Promotion in Ethiopian civil service
Regardless of its practice, in Ethiopia there i¢e@r determination of how to promote, who showdpbomoted
and the like. In the Ethiopian Federal Civil SergalRroclamation No. 515/2007 there is also cleéinitien that
promotion shall be given for the purpose of enhamadihe performance of government institutions amd t
motivate the employees. Besides, Article 24 sulbickyt states that any civil servant, who has coteplédis
audition, may compete for promotion unless he isned by relevant directives on promotion. In doihi,
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since promotion is not free of human bias, Artigle passes a promotion obtained on the basis ofldiant
evidence or granted in contravention of the lawlskathout prejudice to disciplinary and illegahbility, be
revoked any time.

Figure 2.6 Concepinual framework to analvze merit based HRNM

Effective Human Resource
Management

[ Effective in]-plemﬂntation'of covermmnent
+ Policies ' - Quallry service provision
e Sirategies ' : oo -
e Programs e Good governance and &emocracy

SOuUrce: own Survey (2013)

The conceptual framework shown in figure 2.4 abisviermulated based on the concepts of merit bake
stated under chapter two. The central issue ofdimeeptual framework is the dynamics of merit basd&iM to
achieve the output/outcome of the merit system. Stlweess/failure of merit based HRM is highly dejssm on
merit based Recruitment, Selection and Promotioennvbupported by accountability. Effective and éffit
workforce as well as professional and ethical se#xpected from merit based HRM if one is accabiat for
what he/she did. Because merit based HRM allowalampportunity, satisfaction and motivated stafthe civil
service institutions.

The HRM is also symbolic unless the independentabes shown in framework are clearly addressed
and supported by setting appropriate standardsobjettives to be guided. The expected output ofrtiesit
based HRM is effective implementation of governnuauiicies, strategies and programs in doing saritiglthe
outcomes: quality service provision, sustainablenemic development and ensuring good governance and
democracy.

The HRM variables indicated in the conceptual framme cannot be realized without the proper usage
of merit principles. In all the civil service in&ttions, there is always HRM plan to recruit, sebeud promote so
as to fill vacant jobs and civil servants advancetmélence, as asserted in the conceptual framewhek,
dynamic process of recruitment, selection and ptamomust be on merit system and by ensuring who is
accountable for what.

As has been mentioned in the background and probtatament of this study, some of the challenges
of merit based HRM in Ethiopia are stated by défdgrauthors and government reports. However, testigate
the way how merit based HRM is implemented and vgnattical challenges it faces in Shire city of raig
region is reasonable and timely so as to recomraaitdble implementation strategies.

3. Resear ch design and methodology

3.1. Resear ch Design

Research methodology is a systematic way of soltireg research problem and a research design is the
conceptual structure within which research is cabeft, it is a blue print and an outline of what theearcher

will do from writing the questions to its operata@rimplication and the final analysis of data (Kantih 2004).
Therefore, during the study, the researcher hasieappoth descriptive and exploratory researchgtesihis
helped the researcher to describe the merit basgrditment, selection and promotion and to inveségthe
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inter-linked approaches of these variables in teeitbased human resource management functiorseaftudy
area.

3.2. Sources of Data

The researcher used both primary and secondary stateces. The primary data were gathered through
questionnaires and informant interview from civéingant, process owners and civil service offici@s the
other hand, secondary data were also collected froaks, journal articles, internet sources, acaddhesis,
government reports, proclamations, rules and réignl@and statistical bulletin which were availabiedifferent
libraries, from internets, annual reports of thg aind specially the HRM reports of the city.

3.3. Sampling Techniques and sampling size

The sampling technique describes method of selpdtie sample and the sample size itself. Therefine,
sampling procedures and its variant forms alondn lieir rationale were used in this section. Todumh a
research on this topic, the researcher employeftihe of the Thumb because Rule of the Thumb sthtesif
the target population is below 1000 to take 30% aample size (RMT handbook, 2008).

To cover and collect data on the merit based HRMidigig questionnaire and interview is too costlg takes
long time. To this constraint, the researcher ukedsample size that was acceptable and representatthe
population under study. According to the annuabrepf Shire City civil service office (2011/12hd target
population is 947. Therefore, in order to have aneptable and representative sample size, therobsea
applied 30% of the population based on the formB&sides, in need of triangulation and cross chieldata,
civil service officials (the politically appointednd the core process owners) of the City was imdud
purposively. Therefore, the samples were obtainauh:f

Sample civil servant

947 X 30% =285

On the other hand, four sample sector offices efGity were taken by purposive sampling technidués was
because, some of these offices were with largerttapatal divisions and some of them were also \dthe
number of civil servants. Therefore, to had a repnéative and adequate sample size, purposive isgmpl
technique was applied. Hence, the obtained sanipleservants by the above formula (Rule of the i)
were distributed to sample sector offices of they ®ased on their proportiomymber of civil servants in a
sector offices X the calculated sample size total populatior). The sample distribution of each sector offices
was presented in tHellowing table as below:

Table 3.3.1. Sample distribution of each sector office

Sample Bureaus Distribution of civil Sample size
servants

Civil service office 15 5

Education office 629 221

Health office 92 32

Urban development 73 27

Trade & Industry

Total 809 285

Source: Shire City civil service office Annual rep(2011/12)
The obtained sample civil servants by the propodialistribution table were used by simple randamsling
method to collect data through questionnaire atehirew.

3.4. Methods of Data collection

The data collection methods for this study werevdrérom the primary and secondary data types paiftsew.
Therefore, the primary data was collected direfttyn, respondents both through questionnairesl(sgrivants)
and informant interview (civil servants, politicallappointed officials and core process owners) ough
Besides, the secondary data was collected fromighdal and unpublished materials and pertinent awade
thesis by using document analysis method.
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Table.3.4.1 Tools of data collection and Distribution of respondents

No | Typesof respondent Key Informant I nterview Questionnaire

1 Office heads 4 -

2 process owners 4 -

4 Civil servants 20 265
Total 28 265

3.5. Methods of Data analysis

The relevant data collected by using the above oastlwere processed and analyzed to generate pagesnt
averages and sequences. The analysis which hélpadgearcher to look in to the implementationqgretince

of merit based human resource management in tiy sinea, the researcher applied excel to intetpeetiata

by using tables, graphs and percentages. The logicuments were discussed, analyzed, narrated and
triangulated based on the pre-stated basic vasaiflthe merit based human resource management.

4. DISCUSSIONSAND RESULTS

4.1. Introduction

In social science research, data collection iheftiresome task which requires tolerance of tkeaeher and
collaboration of others to get the pertinent prignand secondary data. With this in mind, the regdear had
collected the relevant data from primary and seaondources based on the population under studyhared
the data collectors were played an important roledilect primary data through questionnaire. Tésearcher
was framed to collect data through questionnaioenf265 respondents. However, 7 and 4 of questicemai
were incomplete and unreturned respectively. Tleeefto conduct a meaningful analysis, the disoussias
done by subtracting the incomplete and unreturnsttuments from the total. Hence, the analysis dease on
254 civil servant respondents.

The merit based HRM in Ethiopia in general and tifatigray’s regional state in particular is a sole
promoter of gender equality in the civil servicstitutions during recruitment, selection and pranmtBesides,
the Tigray’s revised Civil Servants Proclamation. N89/2010 Article 16 Sub Article 2 gives a spesiapport
to females, minority groups and to the disabledspes. Therefore, the expectation was civil service
organizations to have a relatively equal distribaitof male and female civil servants. Civil serganere asked
to describe their sex and their response is sumaedhin the figure bellow and the result discussetbbow.

The gender distribution of respondents in the sansgkctor offices of the study area was 55.1% and
44.9% for male and female respectively. This ingisahat except in some sector offices like thd siervice
office (75% male and 25% female) and urban deven63.6% male and 36.4% female) the distributbn
male and female civil servants by sex was impresand fair.

The Federal civil servants proclamation No. 5152B0general and the revised Tigray’s Civil Sergant
Proclamation No. 189/2010 in particular declares,tAny Ethiopian citizen above the age of 18 lhgeight to
be employed as a permanent government employeeadys, the Ethiopian government has given due
attention to have effective, efficient, competent a&thical professionals in the civil service ingtons. With
this scenario, the productive or the middle ageigscare expected as change agents of the natiewalogpment
by providing quality service and promoting good e@mance and democracy. For that reason, the age
distribution of sample respondents is reviewedguare bellow and the answer discussed as follow.

According to the table 4.1 bellow, the majoritya@¥il servants in Education and civil service secto
offices of the study area were ranging from the 387 as 55% of the Education office and 50% efGlivil
Service office civil servants were at this age gradowever, most of the civil servants in Healtficaf (50%)
and Urban Development office (40.9%) were at the mging from 18-32. Therefore, we can generdhag
the civil servants of the study area were at theaductive age.

The civil service institutions all over the worldeathe centers of professional experts. Thus,
governments both in developed and developing c@mtincluding Ethiopia are giving more priority to
capacitate the human resource and the CSR in shehigee decades was intentionally to restructoeecivil
service institutions, to build the capacity of ttigil service and to provide quality service fotizéns. The
rationale behind educated and professional civitas® according to Hammer (1996) is that civil seng shall
adhere to a certain degree of value to serve tihéicpaffectively. It shows that civil servants shaave the
highest professional quality and behaviors that thet public interest first. Thus, professionalizitige civil
service helps to have civil servants that are iefficand effective in their performance. In thigael, the
educational background of the respondents is predém table 4.1.

The data obtained in table 4.1 shows that, 75%%645.5% and 39.3% of the civil servants in civil
service, education, urban development and heattiorseffices were % degree holders respectively. Similarly, a
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significant number of civil servants in health oi(42.9%), 36.4% of the urban development offitpleyees,
28.5% of the civil servants in education sectoriceffand 25% of the civil service sector workforcergv
diploma. However, regarding to their educationalkdgmound, 10.7% of the health sector civil servamtse still
below grade 12 and 13.6% of the urban developmenkfarces were also certificate. Taking in to aatoilne
educational background of the civil servants obftfice, specially, the health and urban developnadiices of
the study area needs to give a special attentimapacitate and upgrade the skill of their workéor€he other
problem observed was in relation t egree and above, it is not a new propagandaheamplementation of
government policies and strategies are by larg¢herhands of professional civil servants. But thalyg area
failed in professionalizing its civil servants basa only 4% of the education sector office was whigir 2
degree but not in the other sample offices.

4.3. Merit Based Human resour ce M anagement

As a denial to centralization and politicized cisdrvice, governments in different parts of thelditiave been
conducting their administrative reform and particly the CSR to decentralize and depoliticize tlhenan

resource management. The main objective of the @&8&lis to modify, repair or transform the publicveee

institutions and there is always a merit based Hitjdnda to build a professionalized, competentct¥e and
neutral policy implementer civil service.

The orientation of the Ethiopian CSR was therefotep agenda of the government since 1991 and it
was come on the names of Top Management sub refduman Resource Management sub reform, Service
Delivery improvement sub reform, Government Expanéi and Control sub reform and Civil Service Eshic
sub reform Program. The HRM sub reform was theeefmrt of the larger CSR in Ethiopia in general and
Tigray regional state in particular. One of the onapbjectives of the HRM sub reform was to creategal
framework both at regional and/oredalevel. For this reason, the Tigray national reglogovernment has
established a legal framework for the civil serviceler its jurisdiction.

The power to recruitment, selection, promotionjgassent, grievance hearing and inspection as vgell a
transfer within theVoredaand human resource development through short,umednd long term trainings are
given to the civil service Bureau and tiWoredacivil service offices under the revised Tigrayikcservants
proclamation No 189/2010. Many scholars agree tinat,civil servants are the lifeblood of any goveemt
because the implementation of government policies$ strategies are highly dependent on them. Therefo
proper management of this vital resource is esdemd promote economic development and to sustain
democratic governance of a nation. Hence, the nim#ted human resource management with particular
reference to merit based recruitment, selection @manotion in the study area is discussed undexr sbb
heading.

4.3.1. Merit Based Selection

4.3.1.1. Principles of Merit Based Selection

In implementing the white paper of the HRM, metdtsbd selection is of the vital aspects of it. Adawg to
Bratton (2007), the establishment of clearly desihpolicy when and how to select and recruit a paent
employee is an important precondition for the humesource management, staff and the applicantaubeaat
the potential dangers of its subjectivity. To tkisd, the Ethiopian Federal Civil Servants ProclémaiNo
515/2007 in general and the revised Tigray's C8gkvant Proclamation No 189/2010 in particularestahat,
all employees and applicants for employment shoeteive fair and equitable treatment in all aspédtuman
resource management without regard to politicaliafbn, race, color, religion, national origing)xs marital
status, age, or handicapping condition, and witbper regard for their privacy and constitutionajhts.
Therefore, the following table indicates respontienibservation on merit based selection in theysarda.

Table4.2.Merit Based selection Principles

Items Alternatives
Strongly | Agree | Disagree | Strongly | Neutral | Total
Agree Disagree
Your organization uses merit No 31 52 127 35 9 254
based principles during % 12.2 20.5 50 13.8 3.5 100
selection
Your office select applicants No 29 84 111 23 7 254
in an impartial way % 11.4 33.1 43.7 9.1 2.7 100

Source: Field Survey 2013
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The data in table 4.2 illustrates that, respondesmte asked to suggest the application of meriedbas
selection principles in their organization. The itndrased selection is a prerequisite to attractlifips
experienced, competent, effective and efficientl gervant. However, 50% of the respondents disagnad
13.8% of them strongly disagree on the principadligation of the merit based selection criteria.lyO20.5%
and 12.2% of the civil servants have agree anahglycagree on the proper application of merit bassddction
principles respectively. Besides, respondents vemieed to respond about the impartiality of merisdeh
selection procedures. All respondents believe thmtartial selection is a vital aspect of recruitinemd
promotion. To this regard, 33.1% of the respondegt®e as their organization use an impartial Selet¢o
recruit and promote and 11.4% of them strongly egre the issue. However, 43.7% of the civil servamtre
claimed and responded their disagreement on theefs of the merit based selection in their orgditn and
9.1% of them strongly disagree. This tells us tirathe city administration there is a merit disitmm during
selection because above 50% of the respondentrdisag the effectiveness of its application.
4.3.1.2. Merit Based Selection Procedures
There are a predetermined selection proceduresr@eda as a legal framework to administer the itrtesed
HRM under the jurisdiction of the Tigray’s Civil Bants Proclamation No 189/2010. Hence, respondeets
asked to share their experience regarding the keigation of merit based selection procedures twuie and
promotion. Accordingly, 33.1% of the civil servamsspond that, the merit based selection proceduezs
applied by their organization moderately and 24.@%6them replied the selection criteria was less and
incompletely used by their institution. However,2t% of the civil servant agrees on the proper apfibn of
the merit based procedures. Of the mandates govérethuman resource managers was to superviggdper
implementation of the selection procedures of jppliaants. However, there is a potential bend ef ttinerit
based selection procedures as a significant nuoftibe civil servants unhappy on the implementapicactice.
4.3.1.3. Merit Based Selection Criteria
The selection criterion consists of the skills anplifications required to do the job. Accordingth® Tigray
recruitment and selection manual, the criteria usestreen job candidates are education, relevaatuivalent
work experience, knowledge of the job, technicdllsland abilities, problem-solving abilities, coramication
skills and supervision. Therefore, the method usesklect a potential candidate is interview, emplent test,
reference and medical examination. Hence, thevatig figure illustrates what the respondents haudied.

Figure 4.1. Methods of Merit Based Selection Criteria

428

25.8

oel

Interview Employment References Mledical Exam
Test

Sour ce: survey

According to figure 4.1 above, the most common meéthsed as a merit based selection criteria in the
study area was employment test. Accordingly, 42.8f6the respondents replied that their organization
communicates the applicants knowledge by using eynpént test and 10.3% of them answered as medical
examination was the best method of merit basedtsghefrom job applicants in their organizationmarly,
11.6% of the civil servants under study reacted ihirview as the method of merit based selectias a
common practice. However, 9.5% of the respondeeyscted that references was the method used tk ¢hec
previous condition of the job applicant during rheglection. Likewise, 25.8% of the civil servangplied that
all the explained methods of merit based seleatiiteria were used to select one of the best jotuicates in
their organization. Despite the fact that, there different methods of merit based selection datenowever,
the application of all those merit based selectigteria was haphazardly used in implementatiorthwy city
administration of the study area.
4.3.2. Merit Based Recruitment
4.3.2.1. Principles of Merit Based Recruitment
Merit-based recruitment is described as the setatiVities and processes used to legally obtaimfficent
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number of qualified people at the right place antetso that the people and the organization caecsehch
other in their own best short and long term intere$he Ethiopian Federal Civil Servants ProclaoratNo
515/2007 states that a vacant position shall tedfibnly by a person who meets the qualificatiogquned for
the position and scores higher than other candidatikewise, the Tigray Civil Servants ProclamatiNio
189/2010 confirms that, the merit based recruitneiie civil service should be from qualified ingiuals and
appropriate sources in an endeavor to achieve &fovoe from all segments of society based on theitme
principles to attract a competent and effectivefggsional after an open competition. With this iinan
respondents were asked about the proper implenmmtaf the merit based recruitment principles ieith
organization and the following table indicates wiiaty had respond.

Table 4.3 Merit Based Recruitment Principles

Items Strongly Agree | Disagree| Strongly Neutral | Total
agree disagree

Your office uses merit based principled4.2% 28.7% 40.6% 16.5% 0 100%

during recruitment

Your office recruit employees based on 8.7% 25.6%| 53.5% 9.1% 3.1% 100%

pre stated plan T

Sour ce: survey
The table 4.3 above illustrates that, though, nieErdied recruitment as a human resource manageumetioh is
one of the activities that impact most critically the performance of an organization, however, %0d the
respondents were disagree on the scientific afjgitaof the merit based recruitment principles béit
organization and 16.5 % strongly disagree on tletme of the merit principles during recruitmerttile it is
understood and accepted that poor recruitmentidasigontinue to affect organizational performaand limit
goal achievements.

The merit principle in the civil service entailsetlappointment of the best person for any given job,
made through recruitment or promotion based onigkpherit rules that are publicly understood arah be
challenged if a breach is suspected. To this re@&d % of the civil servant under study validasédwing their
agreement on the function of merit principles dgniecruitment in their institution and 14.2% of ithstrongly
agree with the positive application of the merinpiples. To this regard, interviewees were alsoficmed that
the proper application of merit based rules andleggpns to put the right person in the right placel time, the
officials and process owners distorted the civilvaats proclamation with regular appointment withopen
competition which in turn leads to nepotism andapt practice.

Recruitment is the process of attracting job caatgislin accordance with a human resource plan. When
an organization makes the decision to fill an éxisvacancy through recruitment, the first stageoisducting a
comprehensive job analysis. This is conducted tjinothe human resource planning, particularly where
recruitment is a relatively frequent occurrencec®an job analysis has been conducted, the orgamzean
have a clear indication of the particular requirataeof the job, where that job fits into the ovemabanization
structure, and can then begin the process of teweni to attract suitable candidates for the palgicvacancy
and the application of merit based principles il must.

Accordingly, respondents were asked to replay erpthnning issue of their organization and 25.6% of
the civil servant under study verified their agreamas their organization recruit based on thegpbreasman
resource recruitment plan and 8.7% of them stroaghge with the ideal recruitment plan. However5%a of
the respondents were replayed their disagreemetheoplaned recruitment of their organization art?® of
them strongly disagree on the issue by supportimgy éxistence of arbitrary recruitment and political
appointment. This indicates that the violation adrinprinciples and the poorness of plan based HitNhe
study area. On the other hand, interviewee respusdeere answered as the problem of poor planipioigjcal
appointment, lack of clarity to apply the rules ardulations in the merit system were of the bakgllenging
factors that affect the implementation of meritqticing.
4.3.2.2. Sourcesto Fill Job Vacancy in the Civil Service
The recruitment schema of human resource manageimefthiopia is conducted either by closed merit: a
vacant position advertised only for applicants fraithin the organization to compete for the vagaodition or
open merit: the vacant position is advertised widey whatever means deemed to be suitable to attrac
applicants from outside the organization. The CBérvants Proclamation No 189/2010 of Tigray nation
regional state allows pulling job seekers fromiinéd, external or from both sources. Hence, respotsdwere
consulted to share their experience about the ssu fill job vacancy in their organization. Thiee ghart
below depicts that the sources of job vacancyeénstady area.
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Figure 4.2_. Source to Fill Jeb Vacancy
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Sour ce: survey

The above figure 4.2 summarizes that, most of ivieservants under study (41.3%) were responded as
their organization used both from internal and exksources, meaning closed and open merit syste il
the job vacancy. However, 33.9% of them were repliet as their organization advertize job vacanaiean
open merit to attract employees from external ah8% confirms the internal recruitment and promuotio fill
the job vacancy in their institution. Thereforegrh is a good practice of advertizing job vacantyhe city
administration.

The civil servant respondents were also consutietkscribe the sources of internal recruitmenhdirt
organization. Closed merit is a sole promoter @il dervants promotion and transfer. Experiencewshthat
such condition helps to motivate and strengtheregowent employees within the civil service instdns. To
this regard, respondents were requested to detertiminsources of internal recruitment in their orgation and
they responded as follow.

Figure 4.3, Source of Infernal Recruitment
IDimotiocmn
Toa

Promotion
37%%

Sour ce: survey

According to figure 4.3 above, 56% of the civil \gee respondents were answered that, the internal
source of recruitment in their institution was coaotéd by internal transfer and 37% of them wer® als
responded as most of the internal recruitment wasrbmotion. However, 7% of the civil servants wezacted
as the source of internal recruitment in their aigation was done by demotion. The best practice as
giving 1™ chance to own workforce in promotion and trangefill vacant positions within.
4.3.3. Merit Based Promotion
As many scholars agreed, promotion is the proceéssivancement of an individual civil servant fromeojob
position to another that has higher salary varibigher level job position and responsibilitiesidtviewed as
advantageous to employees because promotion hagpant on pay, authority, responsibility and thdigbto
influence broader organizational decision makingpe TEthiopian Federal Civil Servants Proclamation No
515/2007 in general and the Tigray’s Revised Gafvants

Proclamation No 189/2010 in particular confirmstthmomotion is the assignment of a civil servant t
a higher grade and it is given for the purposentfamcing the performance of government institutiand to
motivate the employees

Therefore, respondents were asked whether thdituisn used merit principles to promote the civil
service workforce or not. All the civil servant w@rdstudy accepts the notion that promotion is anfaf
recognition for employees who make significant aftective work contributions. However, 41.4% of the
respondents disagree and 16.9% of them stronglggdie on the proper application of the merit based
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promotion in their institutions. Some of the respents annoyed on why you ask me about the distonterit
principles, while party loyalists enjoyed all thiwicservice positions. Some of them said, pleasevé it, it is
only on the whitepaper civil servants proclamatibat all merit disciplines are correctly stated. tba other
hand, 30.3% of the civil servants agree and 11.4%em strongly agree on the application of meesdx
principles to promote the effective and efficieivilcservant.

The civil servants under study were requested &oestheir observation on the criteria used to pitemo
government employee in their city administratiororRotion to be used as a motivating tool to assdividuals
and organizations to improve their skills and ailetli, there should be effective selection critésipromote the
high performer workforce. Employees take promotisna reward and recognition to assume higher positi
and responsibilities. The following figure illustea what the civil servants have said about themptimn
criteria in their organization.

| Figure 4.5. Criteria Used for Promotion
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According to the data in figure 4.5 above, to preema civil servant in the study area, priority was
given for experience than performance. Accordin@l¥,9%, 24%, 14.6% and 8.2% of the respondents were
answered their organization used experience, padoce, entrance exam and qualification as criteria
promote the civil servant in civil service posit®rOn the other hand, 21.3% of the civil servamiden study
were responded that as civil servants promoted iha criteria placed in terms of qualificationsperience,
performance and entrance exam were fulfilled. Aljiele civil servants considered on equal basise Tivil
servant selected for promotion of the most meitasione who is able and ready to perform duties lagher
rank.

4.4. The Application of Job Description to Recr uit, Select and promotecivil servants
Merit based recruitment; selection and promotioncpsses are an important practice of human resource
management and are crucial in affecting organinatisuccess. The quality of new recruits depends um
organization's recruitment practices, and that rélative effectiveness of the selection phase Feeriantly
dependent upon the caliber of candidates attra¢teeke are ensured when recruitment, selectiopandotion
criteria are highly linked with specific job degution of the vacant position. To this regard regfmms were
asked to explain the application of job descriptiena criterion to recruit, select and promotehandivil service
and their response as described as follows; thié sfvvants under study were asked whether theentirr
recruitment, selection and promotion procedure h&dpput the right person at the right place or ¥éthen they
respond, 23.2% and 28.8% of them replied yes, lielpful. However, 48% of the civil servants ansseeno.
The researcher was requested the respondentdify jutheir answer is no and most of them replibdt, when
a civil servant is upgrade his/her academic perémwe by changing the area of qualification: foténse if a
teacher studied Management or Accounting amongr®thwehile competing to be a manager or accountant
his/her work experience is taken as zero whatexpergence does he/she have because of the crileariad
with the name relevant and irrelevant work expergen

Some also argued that in the selection criteriaesspecialization fields like urban management, ipubl
management and federalism are not included as 6élémployment in the human resource management
guideline. For that reason, though you studiechos¢ fields, it is very difficult to apply and coeip in any
vacancy which calls management as requirement. éjemban issues are not managed by urban managess;
public issues are not governed by public managevsedl.

Similarly, respondents were asked whether theynirgered when they recruited, selected and
promoted in relation to the job description reqdioz not and 30.7% of the respondents answerethges was
an interview which directly related to the job dgsiion. 29.5% of them were also replied yes thees an
interview but not related to the job descriptiom the other hand, 39.8% of the civil servants urstiedy were
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responded as there was no interview guide whenwleeg employed. When the respondents asked theaégr
what extent the conducted interview was relevatihéojob description, 11.1% responded as very I20t8% as
highly relevant and 17.6% of them also answeretwas moderate. However, 45.1% of the civil setsamder

study were reacted the relevancy of the interviendg and the job description was low and 5.9% efrttwere

also replied as it was very low related.

Likewise, the civil servants were consulted whettiey set for entrance exam when they recruited,
selected and promoted in relation to the job dpson required or not and 33.1% of the respondeybed yes
there was an entrance exam which related to thel¢sloription. 42.5% of them were also answeredtlyee
was but not related to the job description. Howewdr4% of the civil servants were reacted as theas no
entrance exam when they were employed. The civilasgs were asked to share their observation coiragr
the degree to what extent the conducted entranam evas relevant to the job description, 6.3% redpdras
very high, 12.5% as highly relevant and 51% of tteso answered as it was moderate. However, 20f3%eo0
civil servants under study were reacted the releyafi the interview guide and the job descriptiomsvow and
9.9% of them were also replied as it was very lelated.

4.6. The Socialization Effort of Civil Service Organization

The Merit based human resource management is amdagef how to make the recruitment, selection and
promotion process more honest and realistic and toowaintain a dedicated and loyal workforce thitoug
organizational socialization. According to somedals, socialization is a process by which a petsams the
values, norms, and required behaviors which petimt individual to participate as a member of the
organization. Race, gender, age, religion, ethnidtsability, sexual orientation and language soeme of the
barriers that affect the success of socializatioan organization.

With this in mind, respondents were asked aboutdfiel of socialization effort in their organizatio
and 21.3% and 32.3% of the civil servant underystaglied that their organization understand thaliy of
socialization as critical to the survival of theganization, allow new members more and more adoetise
internal workings of the organization and impacttemainty reduction, role ambiguity and turnoverdan
practices in a very good and good way respectividlywever, 18.9% of them answered it was conducted
moderately, 19.2% of the respondents were respondeld a practice was low and 8.3% as it was veny lo
practiced in their institution.

4.7. The Causes of Merit Distortion by Recruitment and Selection Committee

As has discussed above, recruitment and seledidimei process of attracting individuals on a timedgis, in
sufficient numbers and with appropriate qualifioa. Thus, recruitment is the process of identgfyand
attracting potential candidates from within ands@g an organization to begin evaluating them fdure
employment. Therefore, the recruitment and seleat@mmmittee were established to conduct the renant and
selection process under the given mandate andatteegxpected by any means not to violate the ragsiems.
However, since, recruitment and selection is aéfgédity human behavior, as indicated in the tablevipelhere
were different factors that negatively affect teernitment and selection by the committee in theysarea.

Table 4.5.The Causes of Merit Distortion by Recruitment and Selection Committee

Iltem Alternatives No %
Causes of merit - Lack of knowledge and expegenc 105 41.3
distortion - problems in forming the committeemiers 66 26
- Corrupt practice 54 21.3
- Interference of the politicians & HR managers 29 11.4
Total 254 100

Sour ce: survey

According to the Table 4.5 above, the effectivabnaucting job analysis and targeting right potdntia
candidates ensures a good match between appliaadtshe jobs. In recruitment and selection practibe
construction of formalized selection frameworks aratms of acceptable discrimination may be seearas
attempt to enable managers to navigate betweeadiegfly, control and social justice. However, unlike
recruitment and selection manual, the merit prilesipn the study area were distorted by multifadqteactices.
The fact summarizes that, 41.3% of the respondantsvered lack of knowledge and experience of the
recruitment and selection committee was the mapurses of merit distortion, 26% of them also replied
irrelevancy of the committee members contributesessort of distortion, 21.3% of the civil servargsponded
corrupt practice and 11.4% Interference of thetjpidins & HR managers were significantly affect tinerit
discipline during recruitment and selection by tieeruitment and selection member committee in ity ¢
administration.
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The Accountability of the Recruitment and Selection Committee
Holding human resource management accountableeiwisg the power given to them is of the majordssin
contemporary civil service administration. At pneisthe civil service reform in Ethiopia in geneeadd Tigray
regional state in particular has introduced an antability mechanism and who is accountable for twka
covered under the law of government institutionsth\this regard, the civil servants under studyev@quired
whether there is an accountable body when trighiguse merit principles or not and 32.3% and 16af%e
respondents replied that yes the first and for nagsbuntable organs are the human resource managers
office heads, because, they are practicing to iteand select an individual civil servant. Thisaiso out of the
mandate they have, they violate the civil servanéelamation and the merit principle, especiallpiomotion,
those who are loyal and member of the party (TPd&inated the civil positions without any compaetiti
simply by political appointment. The politically ppinted officials used this simply because theyiarpower.
On the other hand, 51.6% of the respondent answkatdthe recruitment and selection committee me¥mbre
accountable for their corrupt practices.

The civil servants were asked a question, is thegemeasure taken when misused of merit principles?
28% of the respondent said yes, 38.6% of themeaéples to some extent and 33.4% of the responded.as
Under the recruitment and selection manual, thexeaalearly stated rules and regulation how toiathter the
merit principles, when to apply them, what disc¢iplly measure to be taken for whom. Compromisingethe
rules and regulations is in one way or the othsetodiing the civil servants proclamation in parkicuand the
human resource management principles at large.eldrer civil servants were appealed to demonstiate
observation about the measure taken when ther¢ megt misuse in their organization and they reglas
follow.

Figure 4.8. Disciplimary Measure Taken

60.9

WWritten Warning Salary Punishiment Demotion Dyisnusal

Sour ce: survey

The data in the above figure 4.8 shows that, thahghmerit based human resource management is
objectively initiated to attract a professional aintpartial civil servant that will be essential itmplement
government policy as effective as possible; howether respondents replied that as there were dopnagtice
and unnecessary political interference during ligtient, selection and promotion. Accordingly, wriba civil
servants asked about the disciplinary measure takamnst the misuse of merit principles, 60.9% hent
answered salary punishment, 21.9% of the civil aeinalso responded as no punishment rather thatemvri
warning and 17.2% of them reacted as demotion butiismissal. On the other hand, during the ineawheld
with civil servants, respondents were replied thate was lack of confidence to take serious pgntaterance
among each other that's why you don’t see dismissidler than warning, transfer, demotion and sanei
salary punishment. These things created for som@owender on violating merit principles.

4.8. The Practical challenges of Merit Based Human Resour ce M anagement

Merit based human resource management has an anpedie to play in ensuring civil servants perfaroe

and positive organizational outcomes. However nasany literatures, it is often claimed that retngnt and
selection of workers occurs not just simply to el departing employees or add to a workforcedther aims

to put in place workers who can perform at a highel and demonstrate commitment. Respondents were
requested for the practical challenges of meriedasuman resource management in the study areapi¢he
chart bellow summarizes what the respondents $aidtahe merit practice and the challenges faced.
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Figure 4.9. Praciical Challenges of Recruitmment, Selection & Promotiomn

m Poor planning m Political interference
Neporisin and corrmaption W T ack of equal opportunity
Lack of desired applicants m TUinclear riles and regulations

Sour ce: survey

According to figure 4.9 above, though merit baseth&n resource management is a crucial end over in
any organization, to be either part of the problanpart of the solution, however, the proper manssyg of
human resource in the study area was highly chgdigby poor planning and unnecessary politicatietence.
Accordingly, 39% and 24% of the civil servant undardy replied that, the practical challenges ofuigment,
selection and promotion in their city administrativas poor planning and political interference eespely.
Likewise, 18% of the respondents were answeredrtbst critical challenge in implementing the meritsbd
recruitment, selection and promotion was nepotisith @orrupt practice. 10%,7% and 2% of them were als
reacted lack of giving equal opportunity to civéirgants during recruitment, selection and prometiaok of
desired applicants and the existence of uncle@srahd regulations in the recruitment and seleatianual
were the practical challenges in the applicatiorthef merit based human resource management raeggecti
Besides, the interviewee added some sort of immorattices like the presentation of forged docuntent
compete with, lack of exam security and cheatirepatism, lack of appropriate performance apprajzahr
documentation, poor application of work experieand poor civil service structure were mentioned asitical
problems of the study area.

4.9. Assessment Results of Sector Officialsand Process Owners

In Ethiopia, the national, regional and loc#/dredasand Zones) governments are giving due attentiaindo
merit based HRM. The HRM and the civil service eshsub reform programs were intentionally estabtisto
ensure the merit principles and to promote profesdi ethics. Therefore, the human resource managets
office heads of the study area were requestedggest their opinion about the implementation penfamce of
the HRM sub reform. All these officials supportdtt; the reform has contributed in fiscal deceiztasibn,
create team sprit to implement government poliaigs strategies and the merit disciplines, downsieddndant
activities and workforces, grievance handling systestablished, rules and regulation framed andwihg
accountability ensured is laid under the legal #auork of code of conduct. However, during the v held
with the officials, they also raised the problenistwnover, lack of good governance in some seoffices
(many complaints), lack of clarity on the merit mah corrupt practice during recruitment, selectamd
promotion, lack of clear job description in somelds, poor planning, poor recordkeeping, poor #tines and
salary of the civil servants, problem in COC mararad many failure of examinee were of the fundaalerif
HRM in the area. Besides, the respondents addedtttuught, so many remedial actions have beemtake
problems of manual revision by respected bodiesate/et solved and the practice to implement thaes of
conduct is also one of the issues that need fattieation.

5. CONCLUSIONS

5.1. Introduction

This part of the thesis contains the conclusiomsvdrfrom the detail analysis and discussions iatiah to the
merit based recruitment, selection and promotionvell as professional ethics in the study. In dosog the
researcher’'s recommendations and suggestionssordaailvarded for what government officials in gedemd
the human resource managers in particular showld teado in the future so as to come up with remdeatition
to solve the HRM problems.

5.2. Conclusions

In Tigray national regional stat¥/oredasare constitutionally empowered to administer thedality under a
clearly separated power of the three brancheswdérgment. The power and function of Weredads affirmed

in the regional constitution and deeper in the jamoation No 99/2006. Therefore, the legal framework
empowers local governments and enables the civibsats to participate in all government agendaiantdRM
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practices. Under this Legal framework, the revi€ddl Servants Proclamation No 189/2010 in Tigradipwas

the Woredasto have the right to recruit, select, promote diginiss among others to implement government
policies. As part of the administrative decentiatiian, the Ethiopian CSR allows the civil servicgamomy and
the practice to have a merit based HRM is suppdrtethe civil servants proclamations at federal eeglonal
levels.

As has discussed above, merit-based recruitmelegtes and promotion is described as the set of
activities and processes used to obtain a sufficiamber of qualified employees. The Ethiopian Fab€ivil
Servants Proclamation No 515/2007 asserts thatantaosition shall be filled only by a person wheets the
qualification required for the position and scotdgher than other candidates. Likewise, the Tig€&iyil
Servants Proclamation No 189/2010 confirms tha, rtterit based recruitment, selection and promatiotie
civil service should be from qualified individuadad appropriate sources in an endeavor to achiewlkdorce
from all segments of society based on merit priesio attract a competent and effective profesdiafter an
open competition. Therefore, based on the analymsey findings are summarized and conclude dl&sAf:

Merit based HRM has a strong potential for civilvige institutions to motivate and to have a relliy
equal distribution of male and female. To this regshe study area ensured this practice as 55rid44.9% of
the civil servant respondents were male and fenesigectively.

The rationale behind educated and professional serivant is that, civil servants have the highest
professional quality and behaviors that put thelipuinterest first. However, in professionalizinget civil
service, the city administration was not successédause the educational background of the civilasgs on
average 44.9% of them was diploma holder and béiatv

On the principal application of the merit basedesgbn criteria, 50% of the respondents disagrek an
13.8% of them strongly disagree. Besides, above 60%e civil servants were claimed and respondusi t
disagreement on the impartiality of the merit baseléction. This indicates, in the city administatthere was
a merit distortion and lack of neutrality to attrgoalified, experienced, competent and effectivé servant.

In the recruitment and selection manual, theredifferent methods of employee selection criteria.
However, 42.8%, 10.3%, 11.6%, 9.5% of the respotsdeplied as the method used as a merit basectisele
criteria in the study area was employment test, icaedexamination, interview and reference respetyiv
Despite the fact that, there are different methafdserit based selection criteria, however, theliapfion of all
those merit based selection criteria were not asélde same time in the study area.

In the study area, in addition to the inappropra&tgployee selection, there were also distortiomefit
based recruitment principles and criteria, and afgdlaned recruitment. Because, above 57% ofdébpandents
were opposed the scientific application and thestpra of merit principles during recruitment. Bessgd more
than 62% of the respondents were replayed theatgdeement on the planed recruitment. On the othad,h
respondents were consulted their observation oprber application of the merit based recruitnwiteria in
their city administration and 96% of them replidhie paradox to implement what is set in the legainBwork
as recruitment criteria and the trial of politieglpointment in civil positions.

Though promotion is recognition for employees whakm a significant and effective contribution,
however the finding shows that, in the study angehspractice was not implemented by merit prinGpdes
above 57% of the respondents disagree on the prapglication of the merit based promotion in their
institutions. The civil servant selected for promptshould be of the most meritorious one who is aind ready
to perform duties at a higher rank based on higfiiemperformance. However, in the study area gsionias
given for experience than performance.

In the study area, the human resource managerghendffice heads were practiced beyond their
mandate in recruitment and selection as 28% and @88%e respondents were reacted the recruitmedt an
selection in their organization were practiced by bffice heads and human resource managers rieghgct
Such a practice is out of the merit discipline and the violation of rules and regulations undee civil
servants proclamation. Especially in promotionytixere made the loyal and member of the party toidate
the civil positions without any competition simgdy political appointment. This shows that as theas lack of
accountability in the civil service institutions.

In recruitment and selection, the construction ofnfalized selection frameworks and norms of
acceptable discrimination may be seen as an atten@table managers to navigate between efficiezmytrol
and social justice. However, unlike the recruitmamd selection manual, the merit principles duregyuitment
and selection by the recruitment and selection negnsbmmittee in the study area were distorted b laf
knowledge and experience of the recruitment anecieh committee, the formation of irrelevant regnent
and selection committee members, corrupt pradtiterference of the politicians & HR managers.

Though merit based HRM is a crucial end over in arganization, however, the analysis indicates that
the proper management of human resource in they stwda was highly challenged by poor planning,
unnecessary political interference, nepotism anmdupd practice, lack of giving equal opportunity @t civil
servants during recruitment, selection and promo#iod the existence of unclear rules and regulatiotine
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recruitment and selection manual.

Despite the fact that the HRM sub reform was irc@lat was poorly implemented in the study area
because of the fact that there were the problemsrabver, lack of good governance in some sectiices
(many complaints), lack of clear job descriptionpprecordkeeping, poor salary of the civil sergaproblem
in COC manual and many failure of examinee.
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