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Abstract

This thesis investigates Civil Service Reform Programs (CSRPs) in the context of New Public
Management (NPM) and examines how they are associated with accountability and ethics in
Addis Ababa City Administration (AACA). In the early 1990s, Ethiopian government has
introduced change in its public administration through CSRPs. Despite the efforts made, no
comprehensive research has been conducted to examine the nature and characteristics of the
reform programs in the context of NPM. Besides, Ethics and accountability were identified
as important areas that require redress by the government. However, despite the reform
efforts, thorough academic research was not done to understand ethics and accountability
practices and challenges in AACA. Moreover, adequate empirical research has not been
done on the relationship between ethics and accountability with NPM. Therefore, this study
was aimed at analyzing the CSRPs in AACA in the context of NPM and examining
empirically how accountability and ethics were associated with NPM. In order to achieve the
objectives of this study, mixed research approach was employed. In identification and
selection of subjects of the study, multi-stage proportionate sampling and purposive sampling
techniques were used. Data were collected from both primary and secondary sources using
questionnaire aided by semi-structured interview, and through observation and analysis of
different kind of documents. The researcher utilized mainly statistical techniques such as
Spearman Correlation Coefficient, Ordinal Regression for the quantitative data and
Thematic and Content Analysis methods for the qualitative data respectively. The findings
provided comprehensive assessment of the nature and characteristics of the reform programs
in AACA within the framework of NPM. It showed that five elements of Hood’s NPM model
which include explicit standards and measures of performances, emphasis on output
controls, competition, the private style of management, and discipline and parsimony in
resource use are applied in AACA. The study revealed that accountability and ethics
association with NPM was found to be positive. Besides, NPM impacts accountability and
ethics in a positive way though it is insignificant. Nonetheless, the outcome of the study
indeed proved lack of firm political commitment and support from the bureaucracy,
inadequate material and financial resources, lack of qualified personnel, and absence of
adequate monitoring and follow up from the reform leading institutions as important
problems in the course of practicing NPM in AACA. Furthermore, accountability deficits and
unethical practices such as violation of the rule of law, partiality, and corruption and theft
were identified in the city administration. Lack of determination of leaders and employees to
do away with unethical practices, poor implementation of ethical principles, and absence of
enforceable ethical code of conduct are some of the major predicaments that are impeding
the betterment of ethics in AACA. Also, low citizen participation, absence of appropriate
rewards and sanctions, and undermining accountability institutions are the important
challenges in fostering accountability in AACA.

Key Terms: New Public Management, Civil Service Reform Programs, Accountability,
Oversight Institutions, Ethics, Ethical Code of Conduct
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CHAPTER ONE

INTRODUCTION

1.1 Backgroundof the Study

New Public Management (NPM) is a management thought used by many governments
across the worldsince early1980s to changethe defects of traditional model of public
management and to make the public sector more effective, efficient, and accountable
(Hope, 2003; Hughes, 2003). Thispublic administration model has been developed
againstthe bureaucratic model. NPM is defined as a contemporary paradigm of public
administration that uses private and business management approach in the public sector
(Batley & Larbi, 2004; Denhardt & Denhardt, 2007;Kalimullah et al., 2012). It is a
thought-out change to the structures and processes of public organizations with the
objective of running them better or making them responsive to the citizens’ demand
(Lane, 2000; Pollitt & Bouchaert, 2011).

The rationales for adopting the NPM model were the problems of traditional public
administration (TPA), especially its unmanageable size, inefficiency, poor performance,
lack of accountability, and wide spread corruption (Bovaird & Loffler, 2003;Haque, n.d;
Minogue,1998). In this way, NPM was originated from the blending of economic
theories and private sector management techniques (Hood, 1991). In recent times, there
are new avenues of deliberations such as new public governance, new public service
though none of these new thoughts is stronger to be alternative paradigms(Vries & Sobis,
2010).However, it has been suggested that the term ‘paradigm’ is appropriate both to the
TPA and NPM (Hughes, 2003). NPM practices are highly institutionalized and it will
continueas NPM itself did not displace large components of TPA (Dunleavy, Margetts,
Bastow, & Tinkler, 2005).

One of the important factors for the inception of NPM is the historical movein ideology
about the state beginning from the late 1970s in a few western countries (Larbi,1999).
According to Sharma (2007), NPM’s emergence is associated with the new role of the

state and the increasing demands for goodgovernance.NPM came out of the



neoliberalideology which gives importance to market over the state and establishes a goal
to run government in a businesslike manner. ltcaptures most of the organizational,
structural and managerial transformations that took place in the Organization of
Economic Cooperation and Development (OECD) countries’ public services(Ayee,
2008).

Proponents argue that NPMallows decentralization, public participation, citizen
empowerment, innovation and use of modern information and communication technology
(ICT) and e-government (Dzimbiri, 2008). It is characterized by reducingbureaucracy,
giving more stress to output than rules and procedures,placing customers first,giving
power to employees for better results, and producing better government for less (Hood,
1995; Hughes, 2003).

This paradigmatic move in a few western nations starting from the late 1970s was
imported todeveloping countries, mainly through International Monetary Fund(IMF) and
World Bank (WB) supported programs. This was required by serious economic and fiscal
misfortune in these countries, and worsened political and policy instability (Larbi, 1999).
It is now becoming evident that in most developing countries predominantly in Africa,
Public administration and management reforms have been brought strongly by external
pressures. Other driving forces of NPM related reforms include the supremacy of
neoliberal thoughts beginning from the late 1970s, the advancement of information
technology, and increment in the use of international management consultants as advisors
on reforms. Other notable factors which are considered to be most prominent in the case
of developing countries include lending conditionality and the increasing emphasis on

good governance by donor agencies (Larbi, 1999).

Likemany African and other developing countries, Ethiopia has introduced NPM in the
public sector with the prime objective of achieving quality life for itscitizens (ECA,
2004). According to Paulos (2001), Ethiopia like many African, Asian and Latin
American countries has embraced NPM elements in the civil service. He further added
that it is common to use the NPM model for analysis of contemporary

administrativereforms in both developing and developed countries.Likewise, Gebre and



Melesse (2014) and Solomon(2013)have alsostated that NPM is evident in the Ethiopian
CSRPssince the early 1990s. According to these researchers,theconcept of NPM was
introduced to Ethiopia with the purpose of making the civil service less bureaucratic,
flexible, participatory, accountable, ethical, effective and efficient.

However, despite its commencement across the globe, NPM still remains a contentious
issue. It is not free from critics though its proponents claim that it is a better alternative
paradigm for TPA (Mongkol, 2011). Principally, the two paradigm proponents have been
debating on the issue of ethics and accountability. In this debate, the proponents of NPM
emphasizeon how competition mechanism reduces the opportunities for unethical and
corrupt behavior and improves accountability in the public sector. Nevertheless, the TPA
advocators see NPM as marking the destruction of the public service ethos. Some argue
that NPM provides individuals with an opportunity to act unethically and illegally. The
presumption is that NPM reform provides individuals not only an opportunity to be
unethical and unaccountable but also it provides the moral mind set to give good reason/s
for it. As toPolidano (1999) and Maesschalck (2004),NPM is accused of leading to more
collective and systemic unethical behaviors.

There are a lot ofsuppositions among scholars that NPM may possibly increase the risk of
unethical and corrupt behaviors by public servants and others. Despite the fact that the
intention of NPM was an improvement in service provision better than the TPA, it does
not go further in nurturing the idea of vital collaboration between citizens, government,
and the public sector. According to Vigoda (2003), NPM is rather resulted in the
weakening of the fundamental nature of democratic civil society and it discourages the
productive political voice of the people. Maravic (2007), on the other hand, suggests that
strong and systemic empirical evidence to the above arguments isdeficient.

The fundamental objective of this study is to examine empirically the effects of NPM on
accountability and ethics in AACA. Examining the reform programs also lends the
researcher a hand to comprehend how AACAattempts to realize the demands of the

reform.



1.2 Statement of the Problem

Despite the expansion of NPM in many countries since the late 1970s and 1980s,
different researchers have maintained diverse positions on the effects of NPM on public
sector accountability and ethics. Though NPM emphasizes on result based accountability,
there is still no consensus on its effect among public administrators (Hur, 2011). Some of
them argue in favor of NPM;while, others are very critical of it. Those who are arguing
for NPM believe that accountability and ethics will improveas long asNPM is introduced
to the public sector. They consider it as the only approach to correct the irretrievable
failures and moral bankruptcy in the old public management, improve management,
make government more accountable, increase performance evaluation activities, and
resource allocation decisions and trim down the opportunities for corruption (Shah,
2007). In support of this, Hughes (2003) argued that NPM provides better transparency to
recognize immoral or corrupt practices more easilyand its greater stress on measurable
performance has imposed its own kind of behavioral standard. He also added that

contracts are supposed to advance improvement in accountability.

In contrary, TPA proponents have dismissed much of the thrust of NPM. They describe it
as a needless and philistine destruction of more than a century’s work in developing a
distinctive public service ethic and culture. They rather emphasized that NPM contributes
to the decline of high ethical standard of the old model and increases the rent seeking
behavior of civil servants and market participants (Denhardt & Denhardt, 2000; Hughes,
2003; Maravic & Reichard, 2003;Kolthoff et al., 2007). As to these scholars, problems
have arisen because NPM is most importantly based on output controls and discretionary
management in imitation of the private sector rather than on rule based systems or on any

requirements for open procedures and processes.

Other critics pointed out that private sector values have apparently not yielded the desired
results and appear to have rather undermined accountability and eroded public trust
(Haque, 2001; Haque, 2000; Heerden & Steyn, 2012). They could rather have led to
corruption, decreasedaccountability, and other social and political problems associated

with widespread poverty. Similarly, Salmon(2002)(as cited in Gratto et al., 2002) stated



that the exercise of discretion over the use of public authority and the spending of public
funds have brought the potential for corruption and it becomes more difficult to maintain
oversight and accountability and the line between the government and the private actors

becomes increasingly fuzzy.

If NPM undermines accountability in the public sector as it is claimed above, ensuring
public sector ethics will also become uncertain. Nevertheless, despite the above
arguments and assumptions on the relationship between NPM Versus ethics and
accountability, empirical evidence isscarce(Maravic &  Reichard, 2003)and the
confusions still remain apparent(Reynaers, 2010). ForReynaers, most literature on NPM
and public-sector values as well as on NPM and integrity shows a highly fluctuated
pattern with contradictory assumptions and research outcomes. Correspondingly,
Mongkol (2011) stated thatin terms of the benefits it allegedly brings, NPM is
controversial enough within the western countries and more complex even for the
developing world.This idea has been further extended by Walle and Hammerschmid
(2011). These scholarsheld the view that despite thirty years of NPM reforms in many
European countries, few empirical works exist on their effects. Likewise, Hur (2011)
argues that there is still no consensus on NPM’s effect among public administrators. As a
result, it remains highly contested and triggered the need and construction of a new

outlook on public service delivery.

Besides, the two paradigms are also dissimilar from the perspective of theories of ethics.
According to NPM advocators, TPA is principle oriented and highly associated with
Kantian theory of ethics; while, NPM is considered as consistent with the
consequentialist theory of ethics as it focusesmore onresults rather than on how
something is achieved. The former, labeled as deontology, is basically concerned with
right and wrong as exemplified by the Ten Commandments (Gaus, 2001; Mulgan, 2001).
The second category is consequential or teleological theory of ethics. According to this
theory, an action is considered as ethical if it increases maximum good as much as
possible to the greater part (Mulgan, 2001; West, 2004).Therefore, this raises question on
how NPM contributes to the enhancement of accountability and ethics in the public

sector taking the aforementioned philosophical and ethical stances into consideration.



The bureaucratic system in the Ethiopian Government was required to be transparent,
efficient and effective and client oriented. It was because of these and other similar
aspirations that the country had commenced public sector reform programs (PSRPSs)in the
past. In addition, these reforms were aimed at improving operational systems and
enhancing accountability and ethics in the public sector (ECA, 1996; Gebre &Melesse,
2014). Nevertheless, except the mere claim of the introduction of NPM in the public
sectorby some researchers such asPaulos(2001),ECA (2004), Mengesha and Common
(2007),Solomon (2013), and Gebre and Melesse (2014),most of the literaturethat
currently exists on public management reforms in Ethiopia as well as AACA appears to
be narrowly focused on problems associated with CSRPs. Thus, far comprehensive
research has been lacking on the nature and characteristics of reforms in the context of
NPM.

In spite of the tremendous efforts and allocated resources to reforms, improvements that
have been seen in Ethiopia including many African countries are very insignificant
(ECA, 2004). According to ECA (2005) governance report, among twenty-eight
countries included in the survey on civil service’s transparency and accountability,
Ethiopia ranks the least. Similarly, in recent times, corruption and unethical behaviors
committed by government officials and civil servants become great distress to many
people in Ethiopia. Transparency International (TI) report also held a similar position. As
to TI (2010),corruption perception index, corruption is rampant in Ethiopia as many of
the African countries. 31 out of 47 countries scored less than 3 out of 10, which referred

all these as highly corrupted countries and Ethiopia scored 2.7.

Also, Ethiopian corruption perception survey conducted byKilimanjaro International
Limited(K | L)(2012) and Seghir, et al.( 2011) explicated corruption as one of the major
problems that tends to germinate rapidly. According to these reports, corruptionbecomes
a norm which governs political, economic and social behaviors in the country. In
fact,Ethiopian public-sector reform programs have shown achievements mainly in the
areas of service delivery to citizens (Mengesha & Common, 2006; Solomon, 2013).
However, it is still knotted with challenges such as lack of accountability and

transparency on the part of the implementing institutions (Solomon, 2013). Therefore, the



results which wereexpected from reform programsin which accountabilityand ethics
wereintegral components are remaining doubtful. Furthermore, no comprehensive
research was done before that aims to know the effects of NPM on accountability and
ethics. In this regard, the need to examine how accountability and ethics are associated
with NPM and how NPM impacts accountability and ethics in AACA is very necessary.

AACA is one of the two chartered cities of Ethiopia that is also relatively well positioned
and equipped with appropriate resources to run decentralizedCSRPs(Mellors, et al.,
2007). It is the capital city of the country, the seat of African Union and many diplomatic
communities,where better technology, information and exposure to the outside world can
place the city administration in a better position to put reform programs into effect and to
realize the outcomes expressed within the reform programs better than regional states.In
spite of the introduction of CSRPs and merely claiming these reforms as part of NPM,
there is no comprehensive investigation of the reforms in the context of NPM in AACA.
Besides, regardless of the introduction of reform programs at different periods,
accountability and ethics problems are prevalent in the city administration. In this regard,
there is disgruntlement by different stakeholders including the FDRE Government.

Similarly, public accountability bodies such Auditor General,Ombudsman, and Ethics
and Anti-Corruption Commissionshould play an important role in maintaining an
environment of vigorous public-sector accountability by representing the concern of the
people at large. However, FDRE Government as well as AACA’s public accountability
bodies have been unable to fulfill their potential and have not acted as an effective
mechanism to check unethical and unaccountable practices as needed.They are generally
considered as insufficiently effective in reinforcing accountability and ethics. These have
been reflected in their unsatisfactory performances and increment of undesirable practices
in many of AACA bureaus from time to time(AACA, 2015).Corruption and the
pervasiveness of bad governance practices can be mentioned to exemplify these

problems.

A similar stance is taken by Transparency Ethiopia (TE). As validated by TE (2008),
corruption is becoming a problem in AACA. Similarly, Atikilt (2015) has revealed the



prevalence of unethical practices and undesirable behaviors in AACA. According to him,
despite wide range of laws and regulations by the government, unethical practices

continue to plague the city administration.

AACA is operating in its own political, economic and socio-cultural setting and there has
been no comprehensive study conducted to examine the status of accountability and
ethics as well as to analyze empirically accountability and ethics relationship with NPM.
It is with the preceding observation in the problem statement that the relationships

betweenNPM andaccountability, and NPM and ethics are examined.

1.3 Research Objectives
General Objective

The general objective of this research is to examine the effects of NPM on accountability
and ethics, and to investigate how different accountability bodies are functioning in
AACA.

Specific Objectives: - The specific objectives of this study are:

1. To examine howthe CSRPsprogramsconform to NPM model.

2. To investigate thecurrent statusof civil servants’ ethics and accountability.

3. To examine the roles of oversight institutions in reinforcing accountability and
ethics.

4. To analyze the nature and extent of ethics and accountability relationship
withNPM.

5. To examine the effects of NPM on accountability and ethics.

1.4 Research Questions

The central question of this study ishowNPM is impacting accountability and ethics and

oversight institutions are functioning in reinforcing accountability in AACA.
Specific Research Questions:

1. How do CSRPsconformto NPM and what factors affect NPM practices?
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2. What is the current statusof civil servants’ ethics and accountability?

3. What factors are impeding accountability and ethics situations?

4. How are oversight institutions functioning in reinforcing accountability and
ethics?

5. How and to what extent is NPM related with accountability and ethics?

6. How does NPM affect accountability and ethics?

1.5 Significance of the Study

Ethiopia is embarking on introducing reform programs since the early 1990s. A lot of
research has been done on CSRPs in the Ethiopian context. However, these studies lack
comprehensive empirical findings in examining the natureand characteristics of these
reform programs in the context of NPM. Therefore, this study issupposed to fill this gap
and provides direction about the nature and characteristics of the reform programs in light
of NPMin AACA.Similarly,an all-inclusive and rigorous study on how NPM practices
impact accountability and ethics has not been conducted before. In this respect, this

makes the study profoundly significant.

It is also imperative that researchers, politicians, and policy makers betterhave some
researchfindings on the nature and characteristics of reform programs in Ethiopia as well
as AACA. Despite a rapid growth in NPM, accountability, and ethics literature during the
past few decades, research on theaccountability and ethics relationship with NPM and the
impacts of NPM on accountability and ethics is inadequate worldwideas well as in the
Ethiopian context. In addition, the relationship between NPM and accountability, and
NPM and ethics still remains disputatious and debatable. Moreover, with the growth in
public sector reform programs in both developed and developing countries since 1970s
and 1980s respectively, interest in these three variables (NPM, accountability, and ethics)
has grown. Nevertheless, there remains a dearth of literature concerning NPM’s
relationship withaccountability and ethics. Thus, this research has made a noteworthy
contribution to enhance the level of knowledge and understanding relating to this subject.

Although the primary focus of this study is onaccountability and ethics relationship with



NPM in AACA, it is also undeniablethat the findings are pertinent to other public-sector

organizations as well.

In order to know accountabilityand ethics relationship with NPM in AACA, this study
provides valuable insights on the current accountability and ethics practices of the city
administration. It has also the potential to serve as a benchmark study of current
practices. This study also portrays important factors that are deterring the implementation
of reform programs and the enhancement of accountability and ethics in AACA.To this
end, it will be helpfulto practicing managers and administrators to be acquainted with
reform related problems. The study canalso be helpful to put in place workable

mechanisms that are important to ensure accountabilityand ethics in AACA.

The study provides empirical evidence and help to clear upprevailing confusions and
crystallize the debate on accountability and ethics relationship with NPM. The findings of
this research can also serve as important inputs for policy makers and advisors, city
administrators, and interested individuals to differentiate the reality from the rhetoric and
to come up with appropriate decisions. It can also serve as a source of reference for
academic community and others who would like to know more about accountability and
ethics relationship with NPM. Furthermore, it would pinpoint research areas and pave the
way for potential and interestedresearchers to conduct further studies on this and similar
topics either to enrich the theory or to find out solutions for practical problems. In
general, this study issignificant because it can address the need for comprehensive

research on accountability and ethics relationship with NPM in AACA.

1.6 Scope of the Research

Examining accountability and ethics relationship with NPM in AACA is the focus of this
study. The reasons for choosing Addis Ababa as studysite was the fact that it is relatively
better suited to put reform programs in place thanin other cities. The city had a
competitive advantage of runningdecentralized civil service reform programsas it is
relatively equipped with necessary resources such as human power and information

technology infrastructure compared to other regional states(Mellors, et al., 2007).
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Most research in the public sectors covers wide areas ranging from the judicial reforms to
the legislative and executive branches of Government. Due to time constraint, it was not
possible to cover all areas of reforms. Thus, the center of attention in this study was
AACA’s civil service and CSRPs. The Ethiopian civil service has been in the process of
major structural change since the early 1990s(Tesfaye, n.d). Thus, the study period covers
the time since reformprograms has begunto date (1991-2016). The researcher has drawn
upon Hood‘s (1991) model of NPM for the theoretical framework upon which the
research is based. Hood’s (1991) theoretical framework was selected because it is the
most commonlyused modelin Public administration researchand widely regarded as key
source of NPM(Walle & Hammerschmid, 2011).

From different accountability typologies,hierarchical accountability was considered as
the main focus of this study because it is the most commonly known accountability type
in public administration (Bovens, 2007; Tippett & Kluvers, 2010). Accordingly, survey
was conducted among the employees of the study organizations altogether with semi-
structured interviews with key informants and service recipients. Nonetheless, despite a
great deal of emphasis to the above accountability type,legal, administrative, and social
accountabilitiesarenot overlooked because each of them cannot stand alone to show the
full picture of the current status of accountability in AACA. The other important issue in
this study is ethics. There are different ethics theories. However, in this study, ethics is
mainly delimited to the two main streams of normative ethics: duty based and result
based mode of reasoning as ethics rests on the two prime philosophical camps (Ameh &
Odusami 2010). Also, character based ethics is also considered to be important to the
study. Furthermore, co-workers and leadership ethics are alsoexamined separatelysince
they are important actors in executing government policies at all levels of the city

administrations.

1.7 Challenges and Limitationsof the Study

In undertaking this research, there were a lot of challenges and limitations that need to be
mentioned. The mobility and reallocation of managerial and non-managerial staff from

one bureau to the other or from the public sectors to the private sectors have
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contributedto lack of understanding on reforms undertaken in the past by the existing
employees of AACA. In addition, reluctance to provide relevant information for the study

by survey respondentswas among the challenges that the researcher has experienced.

Challenges are also continued to emerge due tothe restructuring of Bureaus in AACA.
After data have been collected and significant portion of the data analysis was made,
Trade and Industry Bureau which was previously considered as one was splited up into
two as Trade Bureau and Industry Bureau. As a result, conducting survey or interview for

each recentlysplitedbureauin a separate mannerwas not possible.

The other challenge experienced by the researcher was lack of well-organized
documentation and system of record keeping. Because of poorly organized filing and less
developed information technology systems (ITS) management, it was very difficult to
access, and retrieve relevant datarelated to the study topicas needed. It might be for the
reason that Ethiopia’s ICT sector remains far behind the rest of the world or the
weaknesses of the city administration in keeping as well as managing the necessary
information as needed. Ethiopia’s ICT sector stands at the bottom of the International
Telecommunications Union information Development Index (IDI), with 0.97 score and
rank of 154" out of 159 countries in 2010 (Adam, 2010).

This study was also affected by some limitations. One of the limitations of the study is
that beliefs, perceptions, andattitudes of survey respondents were used in exploring the
applicability of NPM in AACA. It would have been sound to prove the applicability of
NPM based on the outcomes of the reforms as well as any evidence documented before.
However, there were problems to realize this in Ethiopia as well as in AACA contexts to
the level needed. The availability of tangible evidence was not adequate enoughto help
the researcher come up with conclusions about the applicability of NPM as well as the
nature and characteristics of CSRPsin the context of NPM in AACA. In this type of
situations, the best choice was to use the perception of civil servants besides the

information obtained from interview and secondary sources.

Second, it would rather be interesting if the research approach was comparative in nature

that is two or more cities would have been included. Nevertheless, the researcher
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wasforced to limit himself in AACAbecause of resourceconstraints. Therefore, limiting
the study to AACA and overlooking the possibility of comparative approach can be
considered as a limitation for this study. Consequently, the findings of the study may not
be generalized to some other cities in the country.Furthermore,the assessment of leaders’
accountability or ethics was mainlybased on the employees’ perception. This may have
its own potential bias (negative or positive) depending on the nature and quality of
relationship between the managers and employees. Overall, in spite of the challenges and
limitationsnoted above, the researcher has tried his best to get relevant information in

order to make sure that the quality of the research would not be compromised in any way.
1.8 Structure of the Thesis

This study is organized into nine chapters. Chapter one is the first part of the thesis. It
containsthe introduction, background of the study, statement of the problem, research
objectives, significance of the study, scope of the study, limitations and challenges of the
study and chapter outlines. Chapter two reviews related literature regarding NPM,
accountability, and ethics. It provides an overview of existing assumptions that explains
accountability and ethics relationship with NPM. It has three sections. The first section
discusses TPA,and why it is no longer considered relevant for the contemporary society.
The history and evolution of NPM is also highlighted in this section.It also summarizes
rationale and elements of NPM. The second section looks at the theory of accountability
and ethics. Analytical framework used to analyze accountability and ethics relationship

with NPM is also dealt with in section three.

Chapter threesets out and explains the research methodology adopted in this study. It
addresses overall research approachand design used in this study. It discusses sampling
design, data collection and analysis methods, and ethical considerations.

The fourth chapter, which is the first part of the empirical analysis, mainly focuses on the
nature and characteristics ofreform programs with respect to NPM in AACA. This
chapter begins with the brief socio-economic and political background information of
AACA and its effect on PSRPs.It also presentsan overview of Post-Dergue PSRPs in
Ethiopia in general and AACA in particular.The CSRPs as an integral part of PSRPswere
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analyzed to ascertain how reform programs in AACA are conforming tothe NPM model.
In addition, the other important issues identified in this chapter are the factorsimpeding

the practices of the reform programs in AACA.

Chapter five and six deals with the status of civil servants’ ethics and
accountabilityaltogether with factors that are exacerbating ethics and accountability
problems in AACA.Next, chapter seven treats the critical investigation on the practices
and roles of different oversight institutions in reinforcing accountability and ethics in
AACA. The examinations of accountability and ethics relationships with NPM and
NPM’s effect on accountability and ethics are dealtwith in chapter eight. This chapter
shows that the relationship between NPM and accountability, and NPM and ethics is
positive in AACA.

Finally, chapter nine has brought in the conclusion of the study and its contribution to
knowledge. It includes and considered the wider policy implications of the findings of the

study. It also presents areas for futureresearch.
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CHAPTER TWO

REVIEW OF RELATEDLITERATURE

2.1 Introduction

This chapter provides an overview of the historical development of public administration
to acquire insight into the theoretical antecedents of the field. Apart from the historical
development of public administration, the paradigmatic status of the discipline is also
highlighted. A review of the literature was done in order to have clear understanding of
the evolution and development of public administrationfrom TPA to NPM and to get an
outlook of various authors about NPM, TPA, accountability and ethics. It then briefly
discusses the traditional model of public administration, namely the bureaucratic model
and its critiques. It also expounds the emergence of NPM, the philosophies and elements
of NPM and its criticisms. Besides, this chapter puts forward analytical framework on the
basis of which empirical evidence is assessed and analyzed so as to address the given

research questions.
2.2 The Traditional Model of Public Administration

The traditional model of public administration has been regarded as the most successful
theory of public sector managementalbeit it does not have a single coherent intellectual
foundation and is now being challenged by the new paradigm. According to
Uwizeyimana and Maphunye (2014), publicadministration,as the oldest theory, was
started to be challenged by NPM in 1970s-1990s. Its theoretical basis was derived from
Wilson and Taylor in the United States, the Northcote-Trevelyan report in the United
Kingdom and Weber in Germany(Hughes, 2003; Katsamunska, 2012).

As expressed by Pfiffner and Boardman (2008),Weber emphasized autocratic hierarchy.
Likewise,Olantunji  (2013) andWilson (2004) argue that the bureaucratic model
wascharacterized by red tape, formalism and rigid rules.Its bureaucratic nature and top
down decision-making approach causes it to become far distant from citizens’

expectations (Zia & Kahn, nd.).Correspondingly,Al-Habll (2011) stated that many

15



scholars are arguing publicadministration as a field of control,control of people, control

of inputs and outputs.

Also, the bureaucratic model focuses on procedural issues more than on what the process
delivers. In other words, the model concentrates on ‘doing things right’ rather than ‘doing
the right things’ (Awortwi, 2003). As a result, Weber’s ideal type of bureaucracywhich
has been considered as the most important TPA model has faced criticisms for being ill-
suited to contend with the tasks, purposes, and circumstances of the modern-day
democracies(Olsen, 2008).

TPA wasalso considered as rule-bound, and indifferent to results, wasteful, inflexible,
and unaccountable and unable to get along with economic efficiency and individual
freedom. Consequently, it started to change in the mid-1980sinto a market-based and
flexible public management(Katsamunska, 2012).Thus,due to the perceived weaknesses
and combination of criticisms, TPA gave birth to the new model and a new paradigm

which is known as NPMbecomes reality.
2.3 New Public Management Paradigm (Post-Bureaucratic Paradigm)

As stated byPersson and Goldkuhl(2010),NPM is an approach adopted by governments to
restructure their bureaucracies in order toprovide effective and efficient services to
citizens. For Hughes (2008& 2003),NPM encompasses a wide range of techniques and
perspectives that are intended to overcome the inadequacy and inefficiencies inherent in
the traditional model of public administration.

Pollitt(1994)(as cited in Androniceanu, 2007) defined NPM as a vision, an ideology or a
bundle of a particular management approaches and techniques where many of them are
borrowed from the private sector. The starting point is that traditional bureaucratic
structures of the 20th century and its rigid and bureaucratic naturebecame too

cumbersome for the new era of instant communication(Chipkin & Lipietz, 2012).

NPM favors decentralized administration, discretionary authority, contracting for goods
and services, and bringing into play market mechanisms of competition and customer

service to improve performance (Hood,1995; Hood, 1991; Zia & Khan, n.d). As stated by
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Persson and Goldkuhl (2010),NPMis aimed at achieving accountability through the
measurement of outcomes in preference to inputs and processes. In a similar manner,
Pfiffner (2004) stated that provision of discretionary authority to managers to manage and
use their judgment is necessary if they are to be held accountable for their performance.

2.3.1 Origin of New Public Management

As indicated by Pollitt, Thiel, and Homburg (2007),the NPM movement began in the late
1970s and early 1980s. It is emerged out of Thatcherism in Britain and Reaganism in
United States of America(Philip & Daganda, 2013). Likewise,its first practitioners came
into sight in the United Kingdom under the then Prime Minister Margaret Thatcher, and
in USA. Subsequently, Governments of New Zealand, Australia and the OECD countries
began to follow (Gruening, 2001). As stated by Hood (1991),the subsequent adoption of
NPM by an increasing number of countries across the globe has been described as one of
the most striking international trends in public administration. Hughes(2003) also noted
that at the outset a variety of names was given to the new line of thought including
managerialism, new public management, market based public administration, the post
bureaucratic paradigm or entrepreneurial government. However, the literature has

essentially chosen NPM, a term coined by Christopher Hood.

In elucidating the origin of NPM, Hood (1991) uses the metaphor of it being a “marriage”
of opposites or the product of two different streams of ideas. To be precise, it is the
combination of the new institutional economics and  business type
managerialism(Kalimullah et al., 2012). This implies that the use of market mechanisms
in public service delivery and the use of management techniques are the core of NPM

idea.

As stated by Lane (2000),NPM is part of the managerial revolution that has been
undertaken around the world, affecting almost all countries including developed and
developing to a different scale of influence. It is a wide-ranging event that breaks away
from the autocratic and traditional paradigm of public administration to market oriented
approach to management (Hood, 2000; O'Flynn, 2007). According to Hood (2000), rigid

hierarchy, more emphasis to process and input rather than result, professionalism rather
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than managerial orientation, an insulation of public from private management, absence of
business values and techniques are considered as some of the attributes of TPA.
Nonetheless, out of the several research works related to public management, no more
than TPA and NPM aresucceeded in imposing paradigms by influencing public

administration in numerous countries (Petrescu et al., 2010).

NPM is the theory of most recent paradigm change in how the public sector is run and
managed (Lane, 2000). As stated by Bouckaert (2011),itis premeditated change to the
structures and processes of public sector organizations with the intention of getting them
better than TPA style of doing things by the book. The rise of NPM is one of the most
notable international developments in public administration (Hood, 1991). Similarly,
Meiri (2008)argues thatthese days, NPM represents an approach in public administration
with the objective of acquiring and integrating knowledge and experiences in business

management and other disciplines for betterment of public agencies’ performances.

Also, economic and fiscal pressures on governments, public attitudes and mounting
criticisms on the ineffectiveness and inefficiencies of public services, the revival of new
right politics in the late 1970’s and 1980’s, the propagation of management ideas, donor
assistance and lending conditions particularly in developing and transitional countries
mainly by IMF and World Bank and the spread of global market are the important factors

that trouble public administration to make reforms in the past (Larbi, 2003; Sozen, n.d).

As noted above, one of the most important factors for the emergence of NPM has been
the historical shift in state ideologysince the late 1970s in advanced capitalist nations
toward a neoliberal line of thinking. Thisneoliberal line of thinking also contradicts with
the welfare state. It advocates small government, doubts the capability of governments in
the provision of public goods and services effectively and efficiently, blames public
bureaucracy, believes in private sector superiority and market mechanisms and
competitions(Haque,n.d).Hughes (2003) expressed that NPM sought to replace the rigid,
hierarchical, bureaucratic form of public administration that predominated for most of the
twentieth century to a flexible, market-based form of public management. According to

Hughes, NPM tried to oust the TPA and widely accepted as “a new paradigm” by many
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OECD countries and countries such as Australia, Canada, the United Kingdom and New

Zealand.

Also, Liou (2001) arguesthat before NPM, demand driven public agencies defined
success by how much money was budgeted, how many people were employed, and how
many programs or activities were funded but now a result driven government defines
success by what effects or consequences the budget has. As a result, the change has
brought differing standards such as result oriented management, performance
management, total quality management, entrepreneurial management, and even

reinvention of government.

NPM is still working and will continue to be a major force in the future though some are
declaring it as dead. According to the latter’s view, the intellectually and practically
dominant set of managerial and governance ideas regarding NPM for the last few
decadeshave basically died (Dunleavy, 2005). Contrary to this, the major argument is that
NPM has proven successful and has spread all across the world and it would be difficult
to turn around many of the NPM reform measures. Moreover, further spread of NPM is
predictable either within countries that have preferred and implemented NPM
passageway or from these countries to others, who were reluctant to accept it (Laegreid,
2011). Therefore, it is reasonable to argue that NPM is still functioning in many
countries, and NPM led reforms have normally not been replaced by new paradigm but
revised and supplemented by post NPM reforms.

2.3.2 Major Elements of New Public Management

NPM and TPA are not alike in many ways. Despite its fabulous appeal, TPA has failed
to take some indispensable environmental forces into consideration(Kalimullah, Alam, &
Nour, 2012). As a result, NPM steps forward in response to these environmental forces
that many governments have encountered in the past (Naz, 2003). NPM is understood as
an approach or method for correcting the perceived weaknesses of bureaucratic public
administrations (Hood, 2000).
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As stated by Larbi (2003) and Ohiole and Ojo (2015), various ideas and themes of NPM
can be categorized broadly into two groups. On the one hand, there are ideas that are
derived from managerialism which emphasize management in government including
management decentralization, disaggregation and downsizing of government, creating
flexible organizational structures and systems, and giving managers more freedom to
manage. On the other hand, there are ideas emanating from new institutional economics
that accentuate markets and competition as a way of giving choice and ‘voice’ to users

and promoting efficiency in service provision.
2.3.3 Doctrinal Components and Rationale of New Public Management

Important highlight is given about the major reasons for the emergence of NPM in the
preceding sections. Nevertheless, the very rationale of NPM and its doctrinal components
are explicated in detail in subsequent paragraphs.

Many authors agree that NPM is come about because TPA does not work under present-
day conditions. As stated by Kalimullah et al.(2012), fiscal crises, poor performance of
the bureaucracy, lack of accountability in public organizations, and wider spread of
corruption have given the emergence of NPM.According to these scholars, NPM
emphasizes small and better government, decentralization and empowerment, customers’
satisfaction, promote better mechanisms of accountability and the development of
institutions.  Nevertheless, TPAgives more importance to Max Weber’s
bureaucracy(Awortwi, 2003; Lane,1995; Pfiffner, 2004).

Similarly, Hughes (2003) stated that TPA lacks flexibility and fails to provide effective
and efficient public services. The difference between the two forms of organization is
between choice and compulsion. NPM is allowing the market to find an agreed result
while TPA does not. Generally, NPM have been declared as both necessary and
successful (Pollitt and Bouckaert, 2000).

Rationales for the emergence of NPM and its doctrinal components as stated by Hood

(1991) are elucidated at greater length below table 2.1.
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Table2-1: Doctrine and Rationale of New Public Management

No.

Doctrine

Rationale

‘Hands- on professional management’ in the

public sector

Accountability requires clear assignment of

responsibility, not diffusion of power.

Explicit standards and measures of

Accountability requires clear statements of

2 goals; efficiency requires hard look at
performance o
objectives
3 Greater emphasis on output controls Need to stress results rather than procedures
Need to create manageable units, separate
o ) o _ provision and production interests, gain
Shift disaggregation of units in the public o
4 efficiency advantages of use of contract or
sector ) o
franchise arrangements inside as well
outside the public sector
) o ) Competition as the key to lower costs and
5 Shift to greater competition in public sector
better standards
6 Stress on private-sector styles of Need to wuse proven private sector
management practice management tools in the public sector
o ) Need to check resource demands on public
Stress on greater discipline and parsimony )
7 sector and do more with less

in resource use

Source: Hood (1991).

As it is acknowledged above, the original specification for NPM model was distinguished

by Christopher Hood’s 1991 article “A Public Management for all Seasons”, who

considers NPM as comprising seven core inter-related components (Hood, 1991). Hood’s

seven principles of NPM are explicated in the upcoming paragraphs.

The first element of NPM is the introduction of professional management. This means

“active, visible discretionary control of organizations from named persons at the top, free

to manage because accountability needs clear assignment of responsibilities and duties

for action”(Hood, 1991). In accordance withthis principle,people who are implicated with

21




public service delivery should be prudentand proactive managers rather than knee-jerk
administrators, who are waiting and receiving instructions from others. Hence, modern
public managers should have discretionary authority in decision-making within their
boundaryof responsibility. Unlike TPA, which functionedin conformity with established
rules and regulations, and implemented the policies of government with little or no
discretion and with no direct responsibility, management under NPM lies at the core of
public sector functions, and professional managers are conceived as the key to improve
public sector performance. Itemphasized thatthose who hold positions should be given
substantive responsibility for management.The typical justification is that accountability

requires clear assignment of responsibility for action, not diffusion of power.

The second aspect of the reform is explicit standards of performance. NPM brings
rigorous measures of performance to public sector organizations. Subjecting public
managers to performance evaluation and introducing disciplinary mechanisms which
oblige public sector bodies to focus on their specific responsibilities and carrying out
those tasks efficiently and effectively are elements of NPM. This requires goals to be
defined and performance target to be set and it is justified by proponents as accountability

requires a clear statement of goals; efficiency requires a hard look at objective.

Third, the adoption of an output controls was greatly emphasized under NPM. In the past,
public sector organizations often failed to worry about their outputs and their main focus
was on input and process. However, in NPM, the focus is shifted to results. As stated by
Pollitt (2003), this shows a shift in the focus of management from inputs and process
orientation towards outputs and outcomes. Likewise, Hood (1991) affirmed that resource

allocation and rewards are linked to measured performance.

Fourth, NPM gives emphasis to the disaggregation of public sector units. This involves
the breaking up of large entities into corporatized units around products, funded
separately and dealing with one another on an arm’s-length basis. This is justified by the

need to create manageable units and to gain the advantages of achieving efficiency.

Fifth, greater competition in public service provision is also one among the important

elements of NPM. The justification for the adoption of NPM was the argument that the
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bureaucracies were inefficient and self-interest focused. Hence, markets were promoted
as an approach that would eliminate these flaws through competition (Newman, 2005).
Two central arguments within the public choice approach are, the market, not
government is the best allocator of resources; individuals are the best judges of their own
welfare. As such, market disciplines are brought into the public sector believing that
threat of competition and rivalry among providers fosters efficiency in service provision
and choice for the customer. The implication is that service providers will improve the
quality of service and lowering price with better standards (Hood, 1991).

In addition to NPM elements stated above, private sector styles of management have also
been taken as thesix-main focus of NPM.An important theme within public management
is that the public sector should seek to behave in a more business-like approach. The
underlying principle behind this argument is that efficiency of public service provision is
enhanced when a public-sector agency conducts its affairs in accordance with business
principles. Finally, greater discipline and economy in resource use is taken as the seventh
important element of NPM.Public service agencies must pay much greater attention to
the use of financial and human resources at their disposal. The emphasis in NPM is much

on lowering cost and better quality.
2.3.4 Criticisms of New Public Management

In spite of its expansion across the globe, a number of criticisms have been made on
NPM. Paradox of centralization through decentralization was one of the criticisms of
NPM. As Mongkol(2011)has expressed, giving public managers more authority to
manage programs may result in concentration of decision making power withinthem. As
a result, this may lead to centralized decision-makingpower by people who are entrusted

with Public managerial positions instead of reinforcing decentralizations.

The application of private management techniques in the public sector is the second
criticism. The body of knowledge which was imported from the private sector was
contested. TPA stream argue that NPM is simply the superficial adoption of some

features of private sector management though advocators view NPM as a new way of
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looking at and carrying out management functions within the public sector. The private
business model has been criticized on the ground that public sector is different from the
private sector(Yamamoto, 2003).As noted by Atreya and Armstrong (2002), public and
private sectors are different; therefore, theories of the private sector are not relevant to the
public sector. As these authorscontend, the important difference is their objective. The
private sector is profit oriented;whereas, the public sectors are service oriented with the
objective of ensuring social equity. Likewise, Mongkol(2007)argues that areas of public
services and administration have distinct political, constitutional, and social dimensions.
According to these scholars, these dimensions make public sector dissimilar from the

private sector.

In a similar vein, Savoie(2002) and Singh (2003) held the view that private sector
practices are rarely adopted in government operations. These researchers furthermaintain
thatNPM is unfitting to the public sector as it has more complex objectives, multifaceted

accountabilities, and unsettled political environment.Hence, these make NPM defective.

The third criticism of NPM involves ethical issues. For Ormond and Loffler (2006),
discretionary authority or freedom of management within public sector organizations
provides more opportunities for unethical behaviors. Correspondingly, Hughes (2003)
accentuates that contracts with governments are kept secret for reasons such as
commercial research. Consequently, transparency is lacking in terms of practice.

The preceding sectionbriefly discusses TPA, NPM and the basic differences that
existbetween them. The consecutivesections, however, focused on reviewing literature on

accountability and ethics. It also explicates the analytical framework used in the study.
2.4 Accountability and Ethics in the Public Sector

The relationship between accountability and ethics has long been debated in Public
administrationalbeit the nature of the relationship is not properly examined(Dubnick,
2003). As stated by Greiling and Spraul (2010), some are considering accountability as
virtue and a subset of ethics;while, others considered it as a social relationship in which

actors are made accountable by forums.
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The main purpose of this study is not to articulate the differences between ethics and
accountability empirically. Itis rather intendedto examinehow accountability and ethics
are associated with NPM. Thus, in examiningaccountability and ethics relationships with
NPM, clear understanding of the upcoming accountability and ethics theories and

concepts canundoubtedlyplayparamount significances.
2.4.1 Accountability in the Public Sector

The concept of accountability is very fluid and not still systematically studied by scholars
in the field. Consequently, there is lack of consistent theoretical framework by many of
the scholars on the concept and meaning of accountability. Some are looking it as
mechanism that restrains human behavior; while, others seen it as a virtue. Despite the
fragmentations and disconnections among scholars in understanding and defining
accountability, the formeris used in this study. The concept of accountability and ethics

are discussedbelow separately.

2.4.1.1 The Meaning of Accountability

The concept of accountability has always been a concern of both the study and practice of
public administration(Demmke, Hammerschmid, & Meyer, 2006). Nonetheless, it has
been described as imprecise and complex(Tippett & Kluvers, 2010). Like many other
concepts in social science, accountability has several meanings depending upon time and
context. According to Mulgan(2000), Schillemans(2011), and Slominski(2008),
accountabilityis nebulous, a chameleon-like term, anddifficult to have equivalent
meaning in different languages other than in English. For some countries, it is difficult to
understand accountability as the native languages do not contain equivalent meanings
(Dubnick, 2002).

A complementary view is also held by Mulgan(2003) and Bovens(2010). As stated by
these scholars, accountability is a contested concept and it has failed to reach unequivocal
meaning yet.As a result, many authors and researchers have produced their own specific
definition of accountability and this leads to differences in understanding its meaning by

different people
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Historically and semantically, the root of the word accountabilityis closely associated
with accounting and book keeping (Bovens, 2006; Bovens,2003). As toBovens (2006)
and Dubnick (2002), the starting place of the present-day concept of accountability can
be tracedback to the time of Williaml, in the decades following the 1066 Norman
conquest of England. However,as stated byBovens (2010),accountability has undergone a
change from a mundane bookkeeping function to much broader function of public
accountability. According to this author, this change runs alongside withNPM in the
1980s and 1990s by the Thatcher government in the United Kingdom and reinventing

government reforms by the Clinton-Gore administration in the United States.

In spite of the development of the concept from a mere bookkeeping to much broader
function of accountability, it has not achievedindisputable and unequivocal meaning yet.
For the same reason, accountability is defined in broader and narrower contexts.
According to Bovens (2007),when it is looked broadly, accountability covers multiple

distinct concepts like democracy, equity, efficiency, responsibility and integrity.

Likewise, Bovens, Schillemans, and Hart (2008) also held complementary views stating
that accountability in broad sense is an evaluative concept and closelyrelated to
responsiveness, responsibility, willingness to act in a fair, transparent and equitable
manner. These authors continued to argue that accountability in its broader sense is
highly contested as there is no consensus about the standard behaviors for
accountability.Nevertheless, the narrow conception of accountability refers to the

obligation to explain and justify one’s own conduct to forums.

Likewise, Mulgan (2003) asserts thatfor accountability to exist, there must be relationship
between the actor and the principal.For Mulgan, the term accountability has come to
stand as a general term for any mechanism that makes powerful institutions responsive to
the public. He further opined that, accountability must have three dimensions. These
include an external dimension (an actor gives an account to someone else),
interactivedimension (actors are asked to provide an account to someone else), and
authority dimension (reflecting the fact that those demanding accountabilities have the

right to sanction actors that have done something blameworthy and to reward them if they
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done  something  praiseworthy).  Harmoniously  with ~ what is  noted
above,Brinkerhoff(2001) found that the availability of sanctions for inappropriate actions

gives “teeth” to accountability.

As far as this study is concerned, the narrower conception of accountability isused. As
stated by Madeleine (2013), accountability isunderstood as a social arrangement or
institutional mechanism in which an actor can be held accountable by a forum. It is also a
relationship betweenprincipals and agents where agentsexplain and justify their actionsto
principals (Hughes, 2003). Correspondingly, Bovens (2003) and Callahan (2007)
elucidated accountability as the obligation of individuals or institutionsto explain

publicly, and fairly, how they carry out, or fail to carry out responsibilities.

Also,a complementary view is provided by Bem(2014). According to Bem,
accountability isa task to acknowledge and assume responsibility for action, products,
decisions, and policies. This suggests that the essence of accountability is not the
behavior of public agents, but the way in which the principal-agent relationships
operate.The above definition is a widely accepted, generic, and non-sector specific
definition that can be used in broad social contexts(Levitt, Janta, & Wegrich, 2008).

Public accountability is thereforethe requirement that those who hold public positions on
trust should give details for the use of trust to citizens or their representatives (Efiong &
Crowther, 2012; Ejere, 2012). It signifies the preeminence of the public will over the
private interest and tries to make certain that the public is supreme in every activity of
public officials (Hughes, 2003; Shah, 2007).

In a similar vein, OECD (2002) argues that serving the public interest is the mission of
public institutions. Thus, public accountability is the principal-agent relationship where
agents carry out tasks on behalf of the principals and reports to them on how they have
been performing(Bovens, 2006;Hughes, 2003; and Shah, 2007).

Also, applications of the principal-agent model in the study of public accountability are a
common  phenomenon(Gailmard,2012).For ~ Madeleine  (2013),the institutional

arrangement of accountability is similar to an accountability perspective that embodies
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the principal-agent relationship.Similarly, Dive (2008) stated that accountability occurs
whenever individuals or organizations are answerable to another for work, resources, and
results.Diveholds the view that success in accomplishing tasks effectivelyshould result in
reward and recognition from the person or persons who set up the role in the first

place.This suggests that accountabilitywithout consequences is worthless.

In Principal-agent relationship, the agent has an obligation to explain and justify
her/hisconduct/s to the principal/s (Kluvers & Tippett, 2010). On the other hand, the
principal can pose questions, demand justificationand pass judgment, and finally the
agent may face consequences (Bovens, 2010).The consequences can be positive or
negative. It can be reward or penalty depending on the agent’s accomplishment of
responsibilities entrusted to her or him.An actor can be an individual, a group or an
organization. Congruently,Bovens (2007) noted that the principal can be an individual
like the supervisor, the journalist or an agency like the ministry, the court, the parliament,

and the audit office.

As stated above, accountability is the relationship between two parties. One group is held
accountable while the other one holds others to account. Similarly, Bovens (2007) stated
that the first group is normally called the ‘accountor’ or the agent and the second group is
called the ‘accountee’ or the principal. For Bovens, principals delegate authority to agents
to carry out activities on behalf of the principals. In democratic countries, the people are

the principals, and government officials including civil servants are agents.

However, the central problem of principal-agent theory is to make certain that agents do
what principals have empowered them to do, which is to promote the wellbeing of the
public or provide public goods and services.As stated by Shah(2007),agents have a
propensity to promote their own self-interests. Thus, controlling isthe better option to

restrain agents from inappropriate and illegitimate acts.

2.4.1.2 Theories of Accountability

In this section, the two important theories of accountability (agency and stewardship

theories) are discussed in separate headings.
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A) Agency theory: Agency theory which isoften referred as the principal-agent model is
a theoretical framework that has been used to explain the behavior of both the principal
and the agent. In order to explain the basic concepts upon which the foundations of
agency theory are built, it is better to start with a definition of principal-agent

relationships.

Jensen and Meckling(1976)(as cited in Caers et al.,2006)defined a principal-agent
relationship as a contract under which one or more persons (the principals) engage with
another (the agent) to provide goods or services on their behalf. Nonetheless, in the
absence of threats and sanctions, agents are assumed to be self-centered utility
maximizers over and above the wishes of the principals.As stated by Waterman
(1998),the two key elements of the principal-agent model as it has been applied to

bureaucracy are goal conflict and information asymmetry.

Two assumptions characterize the principal-agent model: (1) there is goal conflict
between the wealth-maximizing behavior of the principal and utility-maximizing
behavior of the agent; and (2) agents have more information than principals and take
advantage of it. Likewise, Eisenhardt (1989) stated that agency theory is concerned with
resolving the two problems that can occur in agency relationships. Eisenhardt goes on to
say that, to correct the inefficiencies that can possibly arise from contracts and to
motivate and enforce the behavior of agents towards goal alignment, incentives,
sanctions, and monitoring have to beapplied.

According to Dicke (2002), to ensure accountability,government officials who view
agents from the principal-agent perspective prefer external control. The principal
delegates responsibility to the agent for the production and delivery of goods or services.
The principal and agent agree on the terms of the contract including the inputs, processes,
outcomes, and how the agent is to be compensated for doing the work of the
principal.However, many scholars and researchers have criticized the principal-agent

model as follows.

Although agency theory appears to be dominant in most governance researches, scholars

in psychology and sociology have pointed out its theoretical limitations. As Davis,
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Schoorman, and Donaldson(1997)accentuate,researchers such as Hirsch, Michaels, and
Friedman (1987) and Perrow (1986) are among those who have criticized the principal-
agent model. These scholars held the view that the model is biased and disregardsthe
possible utilization of agents, and pays no attention to opportunistic behavior of
principals. They further argued that principal-agent model gives much weight to
individual self-interest;it negatively typifies their moral and collective behavior as

egoistic and self-centric.

However, in spite of the criticsgiven above, principal-agent model isconsidered in
analyzing thestatus of civil servants’ accountability and the relationship between NPM
and accountabilityin AACA. The most important assumption is that agency theory
encourages government and government departments to control, monitoractivities and
curb selfish interests of agents. Complementary view on the usefulness of the principal-
agent model is also held by Gailmard(2012).Gailmard argues that theapplications of
principal-agent model have become sufficiently common and widespread in public
accountability studies. The agency model is also very suitable to model accountability
relationship(Schillemans, , 2013).

B) Stewardship theory:Although agency theory addresses manager-principal
interestdivergences, another theory is required to elucidate factors that cause interests to
be converged.For the same reason, stewardship theory has been initiated as a means of
defining relationships based on behavioral premises and assumes goal convergence on
account of shared and collective interests with the contracted steward (Donaldson and
Davis, 1991; Slyke, 2006).

Stewardship theory explains that reluctance to disclose information by the agent is owing
to the inappropriateness of mistrust driven accountability (Greiling and
Spraul,2010).These authors further argued thatstewardship model focuses more on
mutual destiny instead ofgiving emphasis todifferences. As stated by Davis et al.
(1997),stewardshipismotivated by the need to explain relationships based on non-

economic assumptions.
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In contrast with agency model, stewardship theory needs to recognize conditions
differently. According to this theory, agents will not ground their actions onegocentric
interests; rather,they getsatisfactions by serving shared goals. It is on this assumption that
accountability methods derived from stewardship theory are most likely to vary from
external controls (Dicke, 2002).

Besides,stewardship theory examines relationships and behaviors that are often ignored
in economic theories. It alsoaccentuates collective, pro-organizational behavior in which
a higher value is placed on goal convergence than goal divergence. Similarly, Abdullah
and Valentine (2009)suggest that stewards are satisfied and motivated when
organizational success is attained.Hence, the principals must cultivate stewards and
provide themwith the necessary resources to serve the organization and fulfill the terms
of the contract.

2.4.1.3 Accountabilityas Social Relationship

For Bovens (2007& 2010), accountabilityas a social relationship has three
analyticallydistinctphases including information, debate, and judgment. According to
Bovens, in the first phase, the actor will be obliged to provide information aboutthe
performances of tasks, procedures and outputs to the principals. This is labeled as the
information phase. Likewise,Greiling and Spraul(2010) held the view that the provision

of information can be supply or demand driven.

In the second phase, there should be an opportunity for the forum to discuss and debate
with the actor and for the actor to explain, defend and justify her/his conduct. This is
coined as the debating phase (Bovens, 2010). At least,at this phase, the principal or the
forum should investigate information handed over by the agent and both parties often
engage in a debate on this account. This in turn leads to a set of information available for
the principal to form an opinion. Then, based on the information provided by the actor or
the agent, the principal or the forum will take a stand on the behavior as well as the
results achieved by the agent. This leads to the final stage. At this stage,the forum may be
able to pass judgment on the conduct of the actor.As per Bovens, the forum is able not

only to pass judgment but also to present the actor with certain sanctions or rewards. In a
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similar manner, Maravic and Reichard (2003) expressed it as the consequences phase.
Also, Kuppens (2016) held complementary view stating thata forum can be an individual
or an organization.Accountability as a social relationship isdiagrammatically depicted in
Fig. 2.1below.

Figure 2-1: Accountability as a Social Relationship
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2.4.1.4 Types of Accountability

As argued byMulgan (2003),when we deal with the notion of accountability, immediately
some indispensable questions will come to our mind. For instance,accountable to
whom?,for what?,and how? Are common questions.However, it is not easyto give
answers to thesequestions especially in situations where officials usually face numerous
sources of legitimate authorities and contending expectations for delivering what is
needed from each of them. Romzek (2000) concurs with this view of complex
expectations. According to him,expectations can originate from different parties
including elected executives, supervisors, courts, legislators, external auditing

organizations, professional associations and others.
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The concept of accountability can be classified according to the type of accountability
exercised or the person, group or institution the public official answers to. In this
regard,Bovens (2007) has identified around fifteen types of accountability on the basis of
four major dimensions: based on the nature of the forum (political, legal, administrative,
professional and social accountability), based on the organizational form of the actor
(Corporate, hierarchical, collective and individual accountability), based on the nature of
the conduct (Finance, procedure and output accountability), and based on the nature of
obligation (Vertical, horizontal, and diagonal accountability).

However, none of theseclassifications are recognized as a standard. In a similar
vein,Mulgan (2003) stated thatdifferent typologies of accountability have been advanced
using a variety of different criteria, but no a specific typology has been emergedas
standard yet.

Based on the nature of the forum, accountability is classified as political, legal,
administrative, professional and social accountability. Explanation for each of them is

presented below.

Political Accountability: Political accountability can be defined as the duty of elected
officials and public servants to answer to the publicand to elected officials
respectively(Blind, 2011). It is the most important type of accountability that is exercised
along the chain of principal-agent relationships. Complementing this view, Bovens
(2007)argues that the political accountability system promotes responsiveness to
constituents. Likewise, Salminen and Lehto (2012)stated that the key relationship in the

political accountability is formed between a representative and constituents.

Legal Accountability: According toSalminen and Lehto(2012),legal accountability is
based on the relationship between a controlling party outside the agency and members of
the organization. These authors argue that the outside party can be the individual or group
in a position to inflict legal sanctions or assert formal contractual obligations. In a similar
vein, Romzek and Dubnick (1987) held the view that these outsiders usually make laws
and public administrators areobligated to enforce these laws and called by courts to

account and explain their own acts. Therefore, it can be argued that legal accountability is
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the most unequivocal type of accountability as legal inspection is done based on detailed

and prearranged legal standards and procedures.

Administrative Accountability:Administrative accountability is related to a person’s
positions in a hierarchy whereby the superior calls a subordinate to account for her or his
performance/s. According to Bovens (2007), withinthe department or ministry, first,
behavior is bound by rules and regulations; second, civil servants are subordinates in a
hierarchy and accountable to superiors. As stated by Blind (2011), administrative
accountability is no longer confined to an internally structured chain of command though
it involves answerability to superiors. Bovens (2007) also further noted that at present
times, there areindependent “watchdog” units such as auditors, ombudsmen to scrutinize
and hold officials and organizations accountable for their performance and

administration.

Professional Accountability:Professional accountability occurs in situations when
public officials rely on skilled and expert employees to provide appropriate solutions for
complex problems (Salminen & Lehto, 2012). According to these authors,professional
accountability focuses on conformity to standards and codes of conduct for professional

behavior, checked by peers, and through their professional institutions.

In the same vein, Levitt, Janta, and Wegrich(2008) maintain that professionals are bound
by the codes of standards and codes of practices set by the professional associations.They
further stated that professional accountability is characterized by placement of control
over organizational activities in the hands of the employee with special skills or expertise.
Romzek and Dubnick (1987) have alsoheld compelementary viewsarguing that the
criteria of accountability here are heavily influenced by the norms internally agreed upon

by professionals.

Social Accountability:For Kuppens(2016),social accountability is an umbrella term
which includes a wide range of strategies including citizen monitoring and oversight,
user-focused public information dissemination systems, public compliant and grievance
redress mechanisms and participatory budgeting.Thus, public agents can be obliged to

account their actions to the public at large, or in some degree, to civil interest groups,and
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clients’ association.As expressed by Onuorah and Appah (2012), social accountability is
mostly demand driven and involves ordinary citizens and groups exacting greater

accountability for actions and outcomes.

As stated byBovens (2007),based on the nature of actors, accountability can be classified
as corporate, hierarchical, collective and individual accountability. Considering their

importance to the study, three of them are discussed as follows in separate headings.

Hierarchical accountability: In the case of hierarchical accountability, processes of
calling to account is take place along the strict lines of the ‘chain of command’ and the

middle managers are, in turn, both actor and forum.

Collective accountability: In the case of organizational misconduct, every member of
the organization can be held accountable. Nevertheless, collective accountability can be
appropriate and effective in specific circumstances, for example with small, collegiate

public bodies, such as cabinets in various countries.

Individual Accountability: In this type of accountability individuals will account for
their actions and decisions. Each of them will be evaluated or judged on the basis of

theirown contribution.

As expressed by Bovens (2007),based on the nature of the conduct, accountability can be
classified as financial, procedural and product accountability. In this regard, managers
and employees of any public organizationswho have been entrusted with finance have the
obligation to use the money in a responsible manner. Equally important, managers and
employees are also responsible for adhering to the correct procedures and delivering the

right kind of products or services to the public (Behn, 2001).

Based on the nature of the obligation, accountability is classified as vertical, horizontal
and diagonal accountability. Except diagonal accountability, threeof them are explained

below considering their importance to the study.

Vertical Accountability: It refers to a situation where forums formally exercise power

over actorsas a result of the hierarchical relationship between them. For instance, the
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executive organization is accountable to the minister or parliament.Shah(2007)also noted
that vertical accountability can also happen when the state is held to account by non-state

actors.

Horizontal Accountability:As stated by Rakner (2005), horizontal accountability refers
to the intra-governmental control mechanisms between the legislature, the executive and
the judiciary or between different sub-entities of the executive.For Efiong and Crowther
(2012),horizontal accountability institutions are those in which state entities demand
answers from other state entities.Likewise,Shah (2007)has identified different
institutions, namely:the legislature, the judiciary, electoral commission, auditing
agencies,Ethics and anti-corruption bodies, ombudsmen, and human rights commissions

to exemplify horizontal accountability.
2.4.2 Ethicsin the Public Sector

Ethics is one of the golden concepts that no one can be in opposition to it. It is
increasingly used in government policy documents and becomes a political discourse too.
It conveys an image of transparency, fairness, and trustworthiness and the like. However,
it means different things to different people. The views of different thinkers and
philosophers vary across time and place. This section, nonetheless, tries to develop
comprehensive meaning for ethics to be used as a framework in analyzing empirical data.
The following paragraphs encompass the meaning of ethics given by different authors,
importance of ethics, principles of ethics in the public sector,ethics infrastructureand

thebasic theories of ethics.

2.4.2.1 What is Ethics?

Defining ethics is not a simple thing though various authors have defined itdifferently. It
refers to principles by which we evaluate behavior as right or wrong, good or bad
(Denhardt, n.d). Similarly,Casimir, 1zueke, and Nzekwe(2014)hold the view that ethics is
the study of what is morally wrong or right. It refers to standards of right and wrong, and

prescribes what humans ought to do, resolve the issue of right or wrong, good and evil,
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virtue and vice (Fatile,2013). For Bergen (2009), ethics is continuous efforts of striving to

ensure that peopleand the institutions they shape live up to reasonable standards.

In a similar vein, Menzel (2010) describedethics as values and principles that guide right
and wrong behavior. The key elements of this definition are (1) values and principles, (2)
behavior, and (3) right and wrong. Menzel also added that ethics is about behavior and
consequences. According to this author, thinking unethical thoughts is possible, but until
those thoughts become translated into behavior, there are no consequences to be
definedas right or wrong. He also suggested that good government that gets the right
things done right cannot be achieved by men and women who lack ethical or moral
values. Therefore, ethics refersto those values and principles that we use in making

decisions in our day to day life.

Likewise, Tagpinar and Sahin(2014)hold the view thatethics is more important for public
administration than any other fields of social sciences. However, public sector ethics is an
activity not a status. It suggested that encouraging ethical behavior is not just about
establishing a list of rules to be kept (OECD, 1996). For Lewis and Gilman (2007),
another public service obligationis to championor defend the public interest. This
suggests that the use of a public position to hunt any personal agenda is deplorable
ethically as well as politically. Nevertheless, it is not always easy to figure out what the
right thing is, especially in complex organizations. Similarly, Menzel (2010) argues that
rules and regulations, even laws, are helpful, but doing the right thing often means doing

more than just following the rules.

2.4.2.2 The Importance of Ethics

The importance of ethics in any society isbeyond a shadow of doubt due to ceaseless
conflicts in peoples’ desire to serve their own interests at the expense of others (Tagpinar
& Sahin, 2014). As stated by Agba et al. (2013), ethicscaters people and
organizationswith  guidelines and standards for regulating and controlling

humans’actions.
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James Madison, the founding father of American Government, had betterunderstood the
human nature and created a system of governance that checks power with power. He
wrote in Federalist Paper No.51, “If men were angels, no government would be
necessary” (Hamilton, Madison, &Jay, 2008). This implies that if people were angels,
there would be no reason to worry about ethics. Nevertheless, human nature is the reverse
and they are not capable of rationally governing themselves without the interference of
other bodies such as government. In the same vein, Menzel (2010) stated that “humans
roam the earth, not the heaven, so ethics is a necessary condition”. Therefore, public
organizations should have ethical code of conducts, guidelines for appointment,

promotion, discipline and so on to regulate and guide human behavior.

2.4.2.3 Principles of Ethics in the Public Sector

Governments can put into practice a variety of principles to fight unethical behaviors.
The most common principles recommended by OECD council (PUMA, 1998) to improve
ethics are the following: Ethical standards need to be clear; ethical standards need to be
contained in the legal framework; ethical guidance should be available to public servants,
and public servants need to know their rights and obligations; political leadership needs
to reinforce the ethical conduct of public servants, and the decision-making process needs
to be transparent, and open.

It also includes that there should be clear guidelines for interaction between the public
and the private sectors.Managers need to promote an ethical conduct.Management
policies, procedures and practices should encourage ethical conduct.Public service
conditions and management of human resources should promote ethical
conduct.Adequate accountability mechanisms should be in place, and appropriate

procedures and sanctions need to exist.

2.4.2.4 Ethics Infrastructure

The term ethics infrastructure, as defined by OECD(1996), refers to a range of tools and
processes for regulating undesirable behavior and/or providing incentives to encourage
good conduct by public officials. The OECD has identified eight key elements of an

ethics infrastructure as follows: effective political commitment, effective legal
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framework, efficient accountability mechanisms, and workable code of conduct,
professional socialization mechanisms(including training), supportive public service
conditions, existence of central ethics coordinating bodies, and an active civil society able
to act as a watch dog over the actions of officials. As OECD (1996) stated further, the
importance of each of the components and the relative synergy among them will depend

on the institutional and governance conditions and traditions of each country.

2.4.2.5 Major Theories of Ethics

As stated bySemiu and Aminat(2012),theory of ethicsis a principle suggested to explain,
describe, prescribe or predict human ethical behavior. According to ethicists and moral
philosophers, there are three major theories in applied ethics. These includecharacter-
based ethics, rule-based ethics, and results-based ethics (Vance & Trani, 2008). ForAmeh
and Odusami (2010), the two prime philosophical camps on which ethics rests are
deontological and teleological philosophy.

Deontological theory or Kantian philosophy has its roots in duty and rightness of action;
while, teleological theory or utilitarianism focuses on the goodness of outcome (Calhoun,
2004; Gaus, 2001). As per Ameh and Odusami (2010), teleological moral theories locate
moral goodness in the consequences of behavior and not the behavior itself. It holds the
view that determination of the moral status of an action as right or wrong depends on the
consequence of the action(Garofalo, Geuras, & Lynch, 2001).As described by Hull
(1979), for utilitarian,the goodness and badness of the consequences of an action alone
isused to judge actions as ethical and non-ethical. Conversely, morality, according to
deontologists refers to the fulfillment of moral obligations or duties (COPP,
2006;Garofalo & Geuras, 2006).

Fordeontologists, moral action is about following standards of behavior(Baugher &
Weisbord, n.d).It postulates that the moral status of an action depends on the commitment
of people to the principles other than the consequence of actions (Garofalo,et al.,2001,
Semiu & Aminat, 2012). Correspondingly, Kissiah(2014)stated that deontologists

generally maintain that no matter how many good consequences are produced, some
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actions are always impermissible. Thus, deontology teaches that people should adhere to

duties and obligations in their behaviorsas well as decisionmaking.

Each of the theories of ethics stated above cannot satisfy conflicting interests and failed
to be complete single-handedly.Besides, issues in the public sector are broad and
complex to be addressed by a single theoryand no single ethical perspective is adequate
enough and no perspective should be neglected (Pevkur, 2007).Hence, a combination of
deontological, teleological and Aristotle’s virtue ethics are considered in this study as the
bedrockin investigating the ethics problems and in examining NPMand ethics
relationship in AACA.

According to Menzel(2011), most managers are neither pure deontologists nor pure
utilitarians. A similar veiw is also held by Cruise and Brannon (2002) stating that in
approaching ethics especially from a professional perspective, there are three accepted
views: deontological, teleological, and virtue.This suggested that the unified theories of
ethics that combine teleology, deontology and virtue are imperative in the study of
ethics(Garofalo, et al., 2001).Therefore, forthis study, ethics is understood as the sum
total of different ethical theories. Consequently, in this study, Ross’s ethical pluralism
and Rawls theory of justice from deontology, ruleutilitarianism, and Aristotle’s virtue

ethics have beenconsidered in addressing the basic research questions of this study.

Many philosophers thought that Ross’s theory of ethics constitutes a kind of reasonable
middle ground in between Kant’s absolutism and utilitarianism. For Carson (2005),it
isthe major theory of ethics that is closest to most peoples’ commonsense moral beliefs.
Different from Ross, Rawls (1999) is also based on the distributive justice concept. As
stated by Oyeshile (2008), in order to determine moral rules, Rawls imagines the society
behind a “veil of ignorance” where nobody would know his/her place within the
society(Garofalo & Geuras, 2006). Thus, the rules determined as “fair” would be the
moral guides of the society. As a result, he obtained two rules: equal right to the basic

liberty and acceptable social and economic inequalities.

The other normative theory of ethicssuggested for this study is virtue ethics. Virtue ethics

emphasizes character or virtue, as opposed to “doing”. As argued by
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Gottlieb(2009),people having virtuous characters will do the right action.Similarly,
Vance and Trani (2008)noted that good traits of character are called virtues. According to
these scholars, the center of attention for virtue ethics is what makes good person, rather
than what makes good action.

The core ethical valueswhich are considered in this studymainly combinethe three main
streams of normative ethics: duty-based, results-based modes of reasoning and character
based ethics. Thus, these have been used in examining the status ofcivil servants’ ethics
and NPM and ethics relationships in AACA. These major normative ethical theories

considered in this study are explicated below in separate headings.

1) Consequentiality (teleological theories): According to this doctrine, the rightness and
wrongness of a particular action is to be judged by its consequences(Koven, 2015;
Garcia-Zamor, 2012; Garofalo & Geuras, 2006).Consequentialists claim that morally
relvant features of any action are the consequences of that actionwithout concern over the
process by which the consequence is achieved (Baugher & Weisbord, n.d). The well-
knowntype of these theories is utilitarianism. As stated by Ibietan and Joshua(2013),
Jeremy Bentham (1748-1832) and John Stuart Mill (1808-1873) are the prominent

advocators of this theory.

Utilitarian claims that maximum happiness or benefit and minimum harm or unhappiness
should be thestandard by which actions are judged as right or wrong (West, 2004).Also,
Mulgan (2001) hold complementary view. According to Mulgan,forutilitarian,the
consequences of an action make that action either morally right or wrong and the right

thing in any situation is the act with the best consequences.

Likewise, Fatile (2013) andPaula(2009) argue that for utilitarianismsthe end justifies the
means. Nonetheless,utilitarianism is rationally unacceptable because the phrase “greater
good” lacks reference and it is hardly easy to predict all consequences. In the same vein,
Grisez(1978) holds the view that most modern philosophers deny that humankind has a
definite goal or function.This suggested that the theory isone-sided and gives no weight

to procedures or principles that can possibly be used to bring about benefit to the
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majority. In spite ofthe abovecritics, it has been classified as act and rule utilitarianism.

Each of themis explicated belowin separate headings.

Act Utilitarian:As per act utilitarian, moral rightness depends solely on actual
consequences of an act and not on intended consequences (Simdes, 2013).As stated by
Crisp (1998),for actutilitarian, there may be times when right action is to bring about less
than the best possible world. Therefore, for act utilitarianism, one must decide what
action will result in the greatest good for the greatest number in the circumstance that
would have arisen (West,2006). However, many modern-day philosophers criticize act
utilitarianism.Instead, theyargue for rule utilitarianism. For Barrow (2007),if act-
utilitarianism were adopted, every individual would on every occasion be in the
positionof having to decide what course of action would promote the most happiness or
least suffering. Barrow goes on to say that if there are no rule telling the truth, life will be

unpredictable and would be a recipe for catastrophe.

Rule Utilitarianism:As per Barrow (2007) and Chappell and Crisp (1998),rule utilitarian
holds the view that the rightness of an act depends not on the goodness of its
consequences.But, it is in accordance with a certain code of rules, which has been
instituted for its good consequences. Similarly,Simdes ( 2013) and Eggleston (2012)
argue thatrule utilitarian assumes that we should follow certain rules that are judged in

terms of utility.

2) Deontological theory of ethics:This theoryemphasizes the act disregarding
consequences. Deontological ethical theory presents an ethical framework that considers
morality as duty, a moral rule, or a principle that ought to be followed(Garofalo,et al.,
2001; Reese, 1996). It is based on the work of Immanuel Kant (1724-1804), which
remains the most influential attempt to vindicate universal ethical principles without
presupposing theological claims (O'Neill, 1998). As per Baugher and Weisbord
(n.d),deontologyasserts duty as the basis of morality.Similarly,Mulgan (2001) stated that
deontology emphasizes the importance of adhering to ethical principles that can be
applied consistently as universal law.He further holdsthe view that the test of rationality

for deontologist is categorical imperative.
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Kantian ethics is criticized as either empty or formalistic (O'Neill, 1998). The researcher
in this this study is also in conformity with the critics asthe theory takes no notice of the
real-world situation.Besides,due to divergences in many respects, human beings cannot
always be rational and operate according to universal rules.A deontological ethical theory
is also further classified broadly as act and rule deontology. For this study, rule
deontological theory of ethics is sought and explanationis given below in separate

headings.

Ruledeontologist: Rule deontologists act according to some general moral
principles.These principles can be monistic as Kantian theory of ethics and pluralistic as
Ross’s ethical pluralism. The central claim of ethical pluralism is that there is a plurality
of moral norms that cannot be reduced to one basic norm.lIt is against all monistic views
of morality such as utilitarianism and the Kantian theory of ethics. The idea of ethical

pluralism goes back to the work of William David Ross.

According to Ross (2002), there are several prima facie dutiesthat we can use to decide
what concretely we should to do. He calls these basic duties as prima facie duties(Burton,
Dunn, & Goldsby, 2006). According to him, a primafacie dutyis a duty that is binding

and obligatory unless it is overridden by another duty or duties.

In his book “The Right and the Good” Ross distinguishes different kinds of moral duties:
(1) the duty to keep promises, (2) the duty not to lie, (3) the duty to make reparations to
people one has harmed, (4) the duty of gratitude, (5) the duty to distribute happiness
according to merit, (6) the duty to do things that benefit others, (7) the duty to improve
one’s own intellect and moral character, and (8) the duty not to harm others (non-

malfeasance).

Rawls theory of Justice or Fairness:The most famous theoretician of the theory of
justice is John Rawls. His known by his work: “A theory of justice” (1971). Justice is
another essential ethical standard, which involves protecting and preventing the rights of
individuals, or thwarting an injustice to an individual. It refers to fair, equal and impartial
treatment of people. As per Rawls theory of justice, individuals should be treated

according to what they deserve, merit or entitled to.
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Justice also requires us to avoid discriminating or treating people differently who are
alike in relevant respects. Rawls (1971)enunciates two principles of justice. The first
requires equality in its assignment of basic rights and duties, according to which the
individual possess inalienable rights including political and citizenship rights; while, the
second principle refers to the so called differential principle, which relates to social and
economic inequality. It holds the view that social and economic inequalities are to be
arranged so that they are both to the greatest benefit of the least advantaged(Koven,
2015). For example, inequalities of wealth and authority are just only ifthey result in
compensating benefits for every person, and particularly for least advantaged members of
society (Oyeshile, 2008;Rasmussen, 1974;Rawls, 1971).

3) Aristotelian Virtue Ethics:Avristotle is the founding fathers of Virtue ethics (Staveren,
2007).According to Staveren, Virtue ethics focuses on the character of the agent rather
than formal rules and consequences. For Aristotle, to achieve the ability to be moral
requires developing the proper characters(Garofalo,et al., 2001).In similar vein, Crisp
(1998) explainedthat a pure form of virtue ethics suggests virtuous properties as opposed

to ‘rightness’ and ‘goodness’ of actions.

Virtue ethics claims that the main task of ethics is to give us knowledge of what is the
right type of person, or what is a “good” person, not to supply us with rules for what is
the right type of action, or what is a “good” action (Koven, 2015).
Likewise,Gottlieb(2009) and Garofalo and Geuras (2006)stated that virtue ethics gives
emphasis to what kind of character must a person has to possess. Hence, we should make
every effort to realize a desirable quality, and we do this by constantly practicing the

virtues and thereby developing a good character.
2.5 New Public Management and Developmental State

This study is conducted in the the context of Developmental state. Cognizant of this,it is
important to discuss briefly the idea of developmental state and explore the possibility of
exercising NPM in the civil service within the developmental state political landscape.
Developmental state refers to a state that plays an important role in the economy aiming

to advance the national development (UNDP, 2012). Central planning and co-
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ordinationare more or less the characterstics of many countries that are pursuing the
developmental state policy (Sheoraj, 2007). The principal idea of developmental state
approach is that the state should make development agenda its topmost priority and
intervene in the economy to bring about economic transformation (Shumuye,
2015).FDRE is a developmental state in which greater aligment of planning as well as
central coordination is being sought, and the country tries to play an important role in the
process of structural and economic transformation (Teshome, 2012). But, in order to
implement government policies effectively, establishing the capacity of civil service is

required, and as a result introducion and implementation of CSRPs become imperative.

It is argued that the principal aim of CSRPs is consistent with the goals and objectives of
developmental state. The central objective of CSRPs is the delivery of effective and
efficient service to the public (Gebre & Melesse, 2014). Besides, the civil service is often
assoiciated with the effective and efficient management of developmental policies and
programs (Ayee J. R., 2001). Similarly, delivery of improved services to the citizens is
also one of the core objectives the developmental state wants to achieve (Sheoraj, 2007).
CSRPs in the country has been shaped and influenced by the idea of NPM. Inline with
developmentalism orientation, the Ethiopian government is backing up the CSRPs since
the early 1990s. Therefore, the developmental state approach does not necessary prohibit
the implementation of NPM elements in AACA. However, despite well-crafted and
sound policies, which are intended to reform inefficient and non-transparent civil service
system, effective implementation is required. In a suitation where necessary inputs such
as skills, knowledge and required behaviours are inadequate, the implementation of NPM
can be hampered, real improvement of the civil service will remain elusive and

acceptable moral and ethical values will decline.

2.6 Analytical Framework Depicting Accountabilityand Ethics
Relationship with NPM

This section puts forward analytical framework within which the research questions are
addressed. In doing this,Figure 2-4 reflects relationships involved among the variables

under investigation. This framework depicts in schematic form mainly accountability and
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ethics relationship with NPM. It also portrays how public accountability bodies or

accountability mechanisms reinforce ethics and accountability in AACA.

Driven by the motive to enhanceperformance and improve accountability and ethics,
AACA has embarked on reform programs in the civil service. However, comprehensive
research that examines the nature and characteristics of these reform programs along the
lines of NPM were not done before. Thus,empirical analysis was made in chapter four in
order to examine the nature and characteristics of the CSRPsin the context of NPM. It
aims at testing the applicability of NPM in AACA. As it is revealed in the same chapter,
five of the elements of Hood’s NPM model are found to be experienced in AACA.As a
result,the framework contains the following elementsof Hood’s NPM model:(a) setting
explicit standards and measures of performance, (b) Greater emphasis on output controls
than input and process, (e) Competition, and (f) Adoption of private sector management
styles, and (g) Greater discipline and parsimony in resource use. The framework clearly
shows that to achieve accountability and ethics in the government, NPM elements are

essential.

The other important elements which are depicted in the analytical framework are
accountability bodies or mechanisms. In an attempt to improve accountability and ethics
of government institutions and its officials, many governments are looking towards
mechanisms. These are instruments for calling people to account, for judging the
accuracy of the accounts rendered and for bringing sanctions to bear for failures to

produce an adequate account.

Public accountability bodies refer to the prevailing mechanisms of government to carry
out its administration properly. Accountability bodies such as Ombudsmen and Ethics
and Anti-Corruption Commissions influence ethics and accountability in the public
sector. These institutions also provide an opportunity to citizens to hold public
administrators accountable for their respective actions. Fundamentally, this implies that
for a government to be accountable in discharging its duties, there is a need for effective
controlling mechanisms. Therefore, these institutions should play a critical role in

maintaining an environment of robust public-sector accountability by representing
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thepeople.In the framework below the accountability bodies are classified as state entities
established for policy making and implementation, state entities that are founded primarly
for overviewing government actions, and external actors like civil society and
international organizations. Under the first category the legislative and judiciary are
included as important government organs established for policy making, implementations
as well as for ensuring ethics and accountability. The administrative Tribunal, Auditiors
General, Ethics and anti-Corruption Commission, Ombdusman, Government Media and
human right commission are included under state entities established for overviewing
government activities. Private Media,Civil Society and international organizations are
grouped under the third categories. The roles of private and government media were
explained together under the media section. Despite the distiniction made, the institutions
noted above can put pressure on different governmental bodies and play significant roles

in reinforcing accountability and ethics.

Institutions must be effective enough in promoting ethics and accountability. The
researcher in this study also argues that if accountability institutions are put in place and
remain strong and independent, they will reinforce the proper implementation of reform
programs. Thus,accountability and ethics and further delivery of quality service will also
be improved. On the other hand, if the actual roles of these accountability bodies remain
poor, it will affect accountability and ethics as a whole negatively as they are
complementing each other. The central argument here is that if the aim of accountability
bodies is ensuring accountability, an enabling environment for effective oversight should
be provided and they have to be capacitated to be able to achieve the very objectives of

their establishment.

In the framework, ethics is classified as co-workers’ and leadership ethics. Accountability
is also classified as employees’ accountability, managers’accountability, and
organizations’ accountability. In the principal-agent model for accountability to exist,
there should be a clear relationship between the agent and the principal. Therefore,
accountability for all categories ismeasured on the basis of the following three

fundamental themes of accountability: giving an account, holding to account and redress.
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To ensure how the accountability situation looks like and how it is related with NPM in

AACA, answerability and enforcement are obligatory.

Answerability signifies that an agent has to provide information about her/his action/s
and justifies the correctness of the action/s. However, answerability alone will result in
weak form of accountability. A stronger form is enforcement, which means that the agent
will suffer from penalties if actions or justifications are unsatisfactory. Therefore, giving
an account, holding to account and redress are the main analytical themes used in this
study. Thus, to ensure accountability, an organization must integrate these three
dimensions into its policies, procedures and practices at all levels and stages of decision

making and implementation in relation to both internal and external stakeholders.

The other important issue depicted in the framework is ethics. To measure ethics and
examine its relationship with NPM, the ethical values or norms that public administrators
must strictly adhere to in the process of delivering public services have been used as
benchmark in analyzing employees’ ethics in AACA. The following are the ethics values
used: Rule of law, integrity, priority to public interests,impartiality, professionalism, and
neutrality, loyalty, respecting others, justice and fairness, transparency, honesty, hating
corruption and theft, and effectiveness and efficiency (See appendix 1).These core public
service ethics values have beenconsistent with the often mentioned crucial public service
values in a great deal of literature and public service code of conduct such as the African
Charter on values and principles of public service and administration and the
international code of conduct adopted by UN in 1996, the OECD (2000) countries’ public
service core values, the seven principles of public life in the United Kingdom and the
ethical code of the American Society of Public Administration (ASPA) (2006). They are
also closely related with the twelve ethical values that are indicated in FDRE CSRPs
document.They are also most commonly used standards by which we evaluate the
behavior of public servants, and they are informed by democratic principles, social
norms, and professional ethics (MacCarthaigh, 2008). Besides, many of thesevalues are
common to more than one category.However, ethicsvaluesadopted from the work of
Yukl, Mahsud, Hassan, and Prussia (2013) were used in examining leadership ethics in
AACA (See appendix 1).
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Figure 2-2: Depicting accountability and ethics relationships with New Public Management: An Analytical Framework
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2.7 Summary

This chapter sought to review relevant and related literature to the study subjects. It has focused
on the three important study variables such as NPM, accountability, and ethics. The chapter
provides a brief overview of the traditional model of public administration. Various critics of the
bureaucratic model have been discussed. The chapter also provides an overview of NPM which
is also claimed by advocators as remedy for the weaknesses of bureaucratic model. The origin
and reason for the emergence of NPM were also highlighted. Furthermore,various critics and
problems of NPM as administrative models have been reviewed.Next, literature on
accountability and ethics is also reviewed and discussed. From accountability theories, the
principal-agent model and stewardship theories were the focus of this chapter. The principal-
agent model has been justified to be used in the study in examining the status of accountability in
AACA. In this chapter, the researcher has looked at the complexities and importance of

accountability in public organizations.

Important accountability themes were also explained in this chapter. In addition, various types of
accountabilities were discussed along with four important dimensions.It has been emphasized
that civil servants as well as agents are not accountable only to one party; rather, nowadays, they

are accountable to multiple principals.

Also, different ethical theories and important concepts including principles of public sector
ethics and ethics infrastructure have been reviewed. It was also found that none of the ethics
theories are complete by themselves and they cannot stand alone to be used as bed rock in
examining the research questions of this study. Among the ethical theories,the three main
streams of normative ethics: duty-based, results-based, and character based modes of reasoning
have been elucidated. Therefore, for this study, ethics is understood as the sum total of the
ethical theories mentioned above. Finally, analytical framework used in examining

accountability and ethics relationship with NPM is depicted and explained in this chapter.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter discusses the philosophical assumption and the research design adopted in this
study. Different and common philosophical assumptions were highlighted and presented in this
chapter. Cognizant of the purpose of the research, pragmatist paradigm was chosen for the
framework of the study. Thischapter alsodescribes the methodological procedures followed to
realize the objectives of the study. Besides,the research approach and designemployed to carry
out this studyhave been discussedin order to achieve the objectives of the research. It also
explains the research population, sample size, and sampling techniques and procedures.
Moreover, this chapter presentsthe type of instruments utilized to collect data, and how such data
were analyzed. Finally, it explicates ethical issues which were considered and adhered
throughout the research process.

3.2 Research Paradigm

It is well understood that each type of researchis conducted based on the respective underlying
philosophical assumption relevant to what constitutes ‘valid’ research and which research
method(s) is/are appropriate for the development of knowledge in a given study (Antwi &
Hamza, 2015). Hence, in order to conduct any research, it is imperative to know what each

assumptionisreferring to.

Similar terminologies are often used by differentauthors to explain the philosophical foundations
including world view, assumptions and paradigms(Cameron, 2011).Consequently, any research
process is regarded to have three important elements which include ontology®, epistemology?,
and methodology® (Ma,2015). Paradigms are defined as research philosophies that guide the
overall direction of the research process along with the above three important dimensions.
Likewise, Morgan (2007)tries to state paradigms as the shared belief systems which influence the

kind of knowledge that researchers seek and how they interpret the evidence they collect.
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There are different philosophical worldviews that influence research undertaking. To mention a
few, such aspositivist, post-positivist, interpretive, critical, and  constructivist
paradigms.Pragmatism, feminism, and participatory perspectives are also emerged lateras
additional classifications by other authors (Creswell, 2009).However, explaining each of these
paradigms is not the purpose of this section. This study gives more emphasison the two
predominant ontological positions which are assumed to shape the work of contemporary

researchers: Objectivism and constructivism.

As stated by Bryman (2004), objectivism implies that the social entity in question adheres to an
external objective reality which is independent of the researcher’s awareness. It also suggests
that objectivists need to advocate value free research. However, constructivist epistemological
discourses emphasize on socially constructed nature of reality.Likewise,Scotland(2012)argues
that in this kind of research environment,there is close relationship between the researcher and
the study subject so thatit provides the researcher an opportunity to observe, investigate and

understand experiences through different strategies.

Given the fact that the study used mixed method design, the researcher adopted pragmatism
philosophy as a guide to examine accountability and ethics relationship with NPM in AACA. As
per pragmatists’view,the subjectivist and the objectivist perspectives are compatible(Johnson
&Onwuegbuzie, 2004).Correspondingly, Tashakkori and Teddlie (1998)have considered the
pragmatists’view as the best philosophical foundation for mixed method research.

Pragmatist paradigm employees ‘what works’ using various approaches, give values to both
subjective and objective knowledge (Creswell & Plano Clark, 2011). Therefore, the combination
of ontology and epistemology isacceptable to understand the research phenomena. Thus, mixed
methodological approach has provided an opportunity to get potential benefit from multitude of
methods employed in this study.

3.3 Research Design

This research positioned its study paradigm in the middle of the possible continuum of

methodological choices. This positioning of the study’s paradigm suggests a research
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methodology that combined both perspectives, such as qualitative and quantitative, known as
Mixed Methodology(Onwuegbuzie & Combs, 2011). Therefore,the study used a mixed-method
research design that best testifies the basic research questions.

The primary reasons for choosing mixed-method approach is that either quantitative or
qualitative method aloneis not sufficient enough to generate the relevant information pertinent to
the reform programs in AACA,and tounderstand accountability and ethics practices and
challenges prevailing in the city administration in detail.It would be also difficult to identify any
causal links, effects and direction of relation between NPM and accountability, and NPM and
ethics in AACA.Therefore, integrating both approacheshas a greater likelihood of enhancing the
research findings and offers a greater understanding of the topic(Masadeh, 2012). In similar vein,
Nyiro (2012) argued thatcombining various methods is helpful toeffectively address the
givenbasic research questions as it enables to draw more vigorous conclusions. It is also
increasingly recognized as valuable as it can potentially capitalize on the respective strengthes of

quantitative and qualitative approaches(stlund, Kidd, Wengstrom, & Rowa-Dewar, 2010).

In order to achieve the research objectives of this study, different kinds of information
(qualitative and quantitative types) from different sources were required. Accordingly, multiple
sources were used to triangulate information to enhance validity of the research findings. It also
entails that mixed method research design enables the researcher to understand a phenomenon
from different angles using multiple data collection instruments. It also provides a better
opportunity to the development of a comprehensive data base than either of the research
approaches alone. Along this line, Azorin and Cameron (2010)noted that the central premises of
mixed methods is that the use of qualitative and quantitative approaches together provides a

better understanding of the research phenomena than either of the approaches alone.

Triangulation by its very naturedemands multiple approaches to study a particular topic using
multiple sources of data, multiple strategies for collectingdata, and different approaches in
analyzing the data. Similarly, Leech and Onwuegbuzie (2009) argue that in mixed method
studies, both quantitative and qualitative data are collected, analyzed, and mixed in the same
research or a series of research. Mixed method approach isalso preferred in this study to explain
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the initial quantitative statistical resultsby making use of qualitative findings in more detail or to
allow one form of data play a supportive role to the other.In the same vein,Creswell (2012)stated
that in mixed approach, data from one source is helpful to enhance, elaborate, or complement
data from the other source. Hence, the adoption of both quantitative and qualitative methods

appears to be a pertinent combination in this study.

Many authors such as Creswell, (2012), Leech and Onwuegbuzie (2009), and Cohen, Manion,
and Morrison(2011)advocate the relevance of pragmatism worldview and howpragmatism
advances pluralistic approaches to a single study.Advocators of mixed method research also
argue that quantitative and qualitative methods of measurement and accompanying analyses are
compatible and complementary to each other in a mixed method research design(Johnson &
Onwuegbuzie, 2004). It is also important to emphasize the presence of different types of mixed
method research designs(Onwuegbuzie & Collins, 2007).Once a mixed method approach has
been decided on, the next step is to determine the specific mixed method design that best
addresses the research problem. For this study, the researcher adopted one of the mixed method

research design suggested by Creswell and Plano Clark (2011).

The six mixed method designs suggested by Creswell and Clark (2011) were convergent parallel
design, the explanatory sequential design, the exploratorysequential design, the embedded
design, the transformative design and the multi-phase design.In a similar manner, Creswell
(2009) has stated four major types of mixed method designs. These designsinclude the
triangulation design, the embedded design, the explanatory design, and the exploratory design.
However, this studyused theconcurrent triangulationapproach where gquantitative data from
AACA’s civil servantsthrough questionnaire surveyand qualitative data through an in-depth
interview from service recipients, key informants in the field, and data from secondary
sourceswere simultaneously collected and analyzed in addressing the research questions of this
study. According to Creswell (2009), the concurrent triangulation is the most commonly used
mixed method approach that helps to compare the quantitative and qualitative data to determine

whether there is convergence, differences or some combinations.
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The purpose of this design is to obtain different but complementary data on the same topic, and
to better understand the research problem. This design is preferred and used in this study because
the researcher wants to directly compare and contrast the quantitative statistical results with
qualitative findings and validate quantitative results with qualitative data.

3.4 Population and Sample
3.4.1 Study Population

With regard to the study population,it consisted of all permanent employees currently working in
AACA, experts in the field (reform programs, accountability, and ethics) and AACA’s service
recipients. The researcher thought that a combination of different groups of respondents would be
important for this study. It was indispensable to find out what civil servants and group of
professionals who are familiar with the study areas feel about the reform programs in AACA as
they are key partners in planning and implementing government policies. It was also important to
include service recipients to find out how they viewed the services provided by the government

and how accountability and ethics practices and challengeslook like in AACA.

3.4.2 Sampling Frame

A sample population was drawn from the sampling frame. A sampling frame encompasses the
actual list of individuals included in the study population. The sampling frame for this study
include the list of bureaus, sub cities, “Woredas” in the three sub cities, list of employees in
selected departmentsatthe city,sub city, and “Woreda”level and which were governed by

AACA’s Civil Service Proclamation.

3.4.3 Sample and Sampling Techniques

Multi-stage proportionate random sampling method was used for the selection of study
participants. As per proclamation N0.35/2012, there are a total of 14 Bureaus in AACA (AACA,
2012). Five Bureaus, namely: Land Development and Management, Trade and Industry
Development, Micro and Small Enterprises Development, Road and Transport, Construction and

Housing were chosen using simple random sampling technique. A lottery method was applied to
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select the required number of bureaus in this study as this method provides equal chances to all
bureaus to be selected. Every bureau in the population has an equal chance of inclusion in the
sample and the same probability of being selected. Each element was given a number and then
numbers were individually written on sleep of paper. The sleeps were put and mixed thoroughly

and decided numbers of slips were drown out.

At present, there are ten sub-cities in AACA. It would be too broad and needless to study all
these sub-cities to make informed assessment. Hence, Yeka, Bole and Aradasub-cities were
chosen using simple random sampling technique assuming the aforementioned three of the sub-
cities can represent others. Simple random sampling technique was used to provide equal
chances for the ten sub-cities of being included in the sample. In addition, all the sub-cities are
assumed to provide the same kind of services and operatewithin the same legal, administrative
and political jurisdiction. Besides, three “Woredas” from‘Arada’ sub-city andfour “woredas”
each from ‘Bole’ and ‘Yeka’ sub-citieswere selected. A lottery method was applied to select the
required number of ‘woredas’ in this study as this method provides equal chances to all
‘woredas’ in each of the three sub cities to be selected. Samples were taken from all study

offices, functional at ‘woreda’ level.

Survey respondents, who were permanent employees of the study organizations at the city, sub-
city and “Woreda”levels of the city administration, have been chosen using proportionate
sampling method and on the basis of the table developed by Krejcie and Morgan.Krejcie and
Morgan (1970) (as cited in Hashim, 2010) have produced a table for determining the required
sample-size given a finite population. According to them, for ordinal data at alpha 0.05 levels for
3500 population size, the lowest possible sample size is set to be 346(See appendix 8). The table

is applicable to any population of defined size.

Taking the size ofthe population into consideration i.e. 3448, the sample size for this study was
decided to be 346. Thus, the total number of populationat the city, sub-city and “Woreda”level,
and the appropriate sample size in each of these administration echelons is depicted in the tables
(See appendix 9). Proportionate sampling method was used in order to determine the sample size
in each of the selected department at the three administration echelons. “Woredas”which were
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randomly selected in each of the three sub cities including the target population and sample size
in respective offices at city, sub city, and ‘Woreda’ levels areportrayedin the tables (Appendix
9).

3.5 Data Collection Methods

This study has employed data triangulation techniques by using a combination of different
sources with the effect that the weaknesses in each source are compensated when they are used
together.Therefore, it has employed both quantitative and qualitative data collection methods.
Per se, multi-type data collection methods have been used for achieving the research objectives
and improving the validity of the findings.This section presents the various data collection
methods used in this study that include: Questionnaire survey, interview, observation and
document analysis methods. Each data collection method wasemployed to generate different
types of information from different sources.This was purposely done to realize the objectives of

this study.

3.5.1 Questionnaire Survey

A survey method has been used to improve the researcher’s understanding of the occurrences of
a particular phenomenon andcomprehend the relationship among the study variables. Hence, it
has been conducted among permanent employees of the study organizations.A questionnaire was
prepared to obtain relevant information on employees’ background, nature and characteristics of
reform programs with respect to NPM, civil servants’ accountability and ethics, the role of

accountability bodies and NPM’s relationship with accountability and ethics.

The questionnaire was structured into six important parts. The first part of the questionnaire
contains questions about the study participants’ demographic data. These questions mainly
focused on respondents’ gender, age, level of education, name of the organizations they were
working for and their work experiences;whereas, part two of the questionnaire was aimed at
assessing the opinions of the employees on NPM and examining its practice in AACA. It
comprises seven NPM components. These seven items were established by Hood (1991).
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Part three comprises eighteen items intended to measure the views of respondents on employees’
accountability, managers’ and organizations’ accountabilities. These items were constructed on
the basis of the fundamental parts of accountability which were well explained in the literature

review part of this study.

The fourth part of the questionnaire consists of thirty-eight items and this section was intended to
capture the views of survey respondents with regard to the civil servants’ ethics in AACA. This
part of the questionnaire has three important subsections. These sub-divisions were assumed to
assess the opinions of survey respondents on ethical awareness levels of the employees,
leadership and co-workers’ ethics. Except the leadership ethics section, the items were designed
on the basis of the literature reviewed. However, some items used for measuring the leadership
ethics were adapted from the work of(Yukl, Mahsud, Hassan, & Prussia, 2013).Questions from
section one up to section five were designed on the basis of five-pointlikert scale ranging from

strongly disagree to strongly agree.

The fifth section of the questionnaire, however, was intended to assess the views of survey
respondents on the roles of different oversight institutions in the promotion of accountability in
AACA. The measurement scale for these items ranges from very low to very high. This part of
the questionnaire contains ten items. Section six of the questionnaireembraced nine important
questions which are intended to illicit the views of respondents on accountability and ethics
problems and the factors that are impeding the practices of CSRPs in AACA. This part of the
questionnaire consists of both open and close ended type of questions.Respondents were asked to
answer using their own words and encircling alternative/s among those that best fit their
thoughts. Open ended types of questions wereused to capitalize on the strength of qualitative and

quantitative approaches, and to compensate the weaknesses of each approach.

To effectively comprehend the questions and get hold of the required information, the English
versions of the questionnaires have been translated into Amharic. It is because of the fact that
Amharic is the lingua Franca of the Federal Government institutions including AACA. Besides,

some of the respondents may not understand the English language in a better way. The questions
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were checked closely to ensure not to lose their meanings and the desired context during the

translations.

A pilot-test of the questionnaire was carried out with a small group of individuals working at
different capacity in AACA in order to check the clarity of the wording of items in the
questionnaire, the instructions and the layout. Conducting the pilot study allowed the researcher
to ask participants for suggestive feedback on the survey and helped to eliminate the researcher’s
bias. Ambiguities and redundant questions were corrected before dispatching them to the
respondents.

The purposes of the pilot were to test the reliability and validity of the questionnaires and to
ensure that the questions are not confusing, appropriately designed and not embarrassing to the
respondents. It enabled the researcher to ensure that the respondents have understood the
questions appropriately.Questionnaires were successfully refined based on the suggestions given
by the respondents in the pilot test. Each questionnaire has been accompanied by a cover letter,
stating succinct explanation on the purpose of the study, request for co-operation, ensure
confidentiality and anonymity, and the benefits of filling up the questionnaires. The purpose of
the covering paper was to indicate the aim of the research, to give confidence for the respondents

and encourage them safe reply.

Pre-tested structured and self-administeredquestionnaires with a few open-ended types of
questions were distributed to a total of 356 randomlyselected employees.Then, theresearcher has
taken a great deal of time and effort to ensure the proper administration of the questionnaires by
handing them over to each respondent and collecting them personally.The researcher himself
distributed and collected the questionnaires to ensure safety. Among 356 respondents to whom
the questionnaires were distributed, 284 of them have completed and returned the questionnaires.
This meant that 80% of the questionnaires originally distributed were actually returned for
analysis. Therefore, it was beyond an acceptable rate (Sivo, Saunders, Chang, & Jiang, 2006).
Response rate in survey research refers to the number of people who completed the

questionniare divided by the number of people in the sample.
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Response rate=Number of individuals who have completed the questionnaire x 100

Total number of individuals contacted

The data obtained through questionnaire have helped the researcher to elicit pertinent
information mainly onhow reform programs conform to NPM model and NPM’s relationship
with accountability and ethics in AACA. It has also helped the researcher in examining the role
of different accountability bodies, identifying the key factors deterring the practices of NPM and

obstructing accountability and ethics situations in AACA.
3.5.2 Semi-Structured Interview

For the purpose of this study,semi-structured interviews were conducted with two groups of
interviewees. These includegovernment employees who have expertise and better knowledge in
the field, and members of the community who are seeking service from the city
administration.Semi-Structured interview was preferred for several reasons. First, when
compared with the structured interview, the semi-structured interview provides greater scope for
discussion and learning about the problems, opinions and views of the respondents. It is also
more flexible for the researcher in collecting the required data because the researcher can ask
additional questions if he thinks they are useful. Besides, each interviewee will have different
characteristics and can make it difficult for the researcher to adhere strictly to questions that are
prepared in advance.In this study, semi-structured interviews were conducted to triangulate the
data with the information obtained through other data collection methods (surveyquestionnaire,
observation and document review).Face-to-faceinterviews were conducted with thirty-six
informants. From the total of thirty-six interviews,twelve interviews wereconducted with
officials who dealwith CSRPs, and accountability and ethics as part of their regular job
attributions. Twenty-four interviews were from the civilian population who often visit
government offices for getting different kinds of services.As per the promise and informed
consent made, the author has undertaken care to protect informants from risks that may emanate
from the information they provided. They therefore remain largely unidentified. The names of
each research participants are not included under any context in the research. Rather, generic
terms, like respondents or informants, coupled with few the institutions under study are appeared
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and used in the analysis.Discussions on these two categories of interviews are presented belowin

a separate manner.

The first group of interviewees wasgovernment employees who have expertise and better
knowledge on the topic areas the researcher intended to study.These interviewees include people
who had been serving under various capacities and better understand or express their knowledge
and expertise on the topic of discussion. It was assumed that these interviewees would provide
authentic information related to the study subject. Accordingly, the researcher contacted 12
people from the respective bureaus including Capacity Building Bureau and Municipality’s
ethics and anti-corruption office for the interviews (See appendix 10).Nine informants who

involved in this study were identified from thefive bureauschosen in this study.

Likewise, two informants were identified from Capacity Building Bureau. These informants
were chosen because the organization they were working for is basically takes part in
monitoring, supervising, coordinating and guiding the implementation of capacity building
initiatives and reform programs of different bureaus in AACA. Besides, these informants have
reasonable knowledge about the topic under investigation as they are working on reforms.
Finally, the researcher included an informant from AACA’s Municipality Ethics and Anti-
Corruption unit with the objective of getting relevant information on accountability and ethics
issues, particularly on matters that are related to corruption in AACA.Out of teweleve
individuals, the proportion females have accounted for isseventeen percent while ninety three
percent of them were males. This disproportionate balance of gender is an indication of a limited
number of females occupying managerial or leadership positions in the civil service. The
interviewees were selected purposefully because of their roles, experiences, and knowledge in
connection to CSRPs, accountability, and ethics. These experts were chosen for the interview as
they are placed in a better position to provide first-hand information about the development,
implementation and context of CSRPs, accountability and ethics in AACA. Therefore, the
quality of the interviews is fairly adequate in providing vital information to this study.In order to
be consistent with all participants, the interviewer has set a preplanned core questions for

guidance so that the same areas are covered with each interviewee.

61



It focused on reform programs that have been embarked on in AACA. The interview has also
helped to obtain target information on the accountability and ethics situations of AACA. In
addition, accountability and ethics relationship with NPM and the key factors that are impeding
the practices of NPM were the focus of the interview. It has further helped the researcher to find
out the important factors which are negatively affecting accountability and ethics in the city
administration.English and Ambharic checklist were prepared and given to the interviewees
before the interview date to give them adequate time to go through it and ensure for themselves
to avoid discrepancies in the intent of questions included in the checklist. The interview held
with experts was conducted in their own offices and the researcher has arranged an appropriate
schedule with each of them.There are some limitations arising from using an interview as data
collection method in this study. First of all, it was difficult to conduct an interview because each
of the interviewee has different characteristics. Therefore, it was hard to use the same pattern or
the same method of interview. Some of the interviewees has shown the tendency to reply ‘yes’
and ‘No’ answers and were reluctant to give detail explanations. However, thismay not be
considered as the main problem because the study utilizes information from others sources that
could help for further substantiation.

The second groups of semi- structured interviews were conducted with service recipients of
AACA in order to get their views, opinions and understandings on the status of civil servants’
accountability and ethics in therespective offices especially duringprovision of services. This was
donein order to effectively substantiateand augment the quantitative data. These include citizens
who are directly affected by many of the decisions made by AACA and its service delivery.
These interview participants were selected based on pre-determined and relevant criteria
pertinent to the research objectives. The criteria used include: currently living in Addis Ababa,
service users of the study organizations, not employee of the study organizations, and those
willing to be interviewed. To determine the number of service recipients participated in this
semi-structured interview, data saturation method was used. Due to the size of service recipients
of AACA and the qualitative nature of the data required from interviewees, applying data
saturation technique was found to be indispensable.As stated by Guest, Bunce, and Johnson
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(2006),it is very common to use data saturation point for determining the number of people for

interview in the context of large size population.

According to Thomson (2011), from the analysis of 100 articles, the recommended sample size
in which the researcher should plan to take was 30 interviewees. Other researchers have also
suggested 30 or lesser than 30 interviewees. For example, in grounded theory studies, Creswell
recommends at least 20 to 30 interviewees; Morse recommends 20 to 30 interviewees(Marshall,
Cardon, Poddar, & Fontenot, 2013). Hence, in light of what is stated above and given the
purpose of the qualitative data, data saturation has been considered in determining the number of
service recipients’ interviewees in this study. Guest et al. (2006) noted that data saturation can
work in semi-structured type of interviews although it is difficult in unstructured interview. On
top of this, the researcher has made a programmed visit of the institutions and interviewed the
citizens when they were waiting to get the desired services.

Those potential service recipients were asked a semi-structured type of questions in a face-to-
face manner in a language that can be well understood easily. The interviewer then recorded the
responses of the interviewees. This approach is useful to increase the overall response rates since
the respondents have the opportunity to clarify their answers. In addition, the open-ended types
of questions have provided the interviewer and interviewees with an opportunity to discuss
accountability and ethics in more detail. Most importantly, service recipients have expressed
their views on accountability and ethics problems and the factors that are contributing to the
declining of accountability and ethics in AACA. They have been also asked about the
rolesdifferent oversight institutions including Courts, FEACC, Ombudsman, Media, and Human
Rights Commission are playing in promoting accountability and ethics in AACA. New themes
stopped emerging after 24 interviews and the stage of thematic saturation reached.Hence, by
aggregating responses, discussions have been made about service recipients’ views on the status
of civil servants’ accountability and ethics, and the accountability and ethics problems they have

been experiencing in AACA (See Appendix 11).
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3.5.3 Non-Participant Observation

Considering the demands of the study and the research questions, non-participant field
observation has been conducted.The observations serve as a complementrary method to enrich
and triangulate the information gathered via other techniques and address the research questions
adequately. The observation as a data collection method has provided an important opportunity
to gather valuable facts during the field work. The researcher has visited different offices that are
included in this studyduring the provision of services to the public in order to get first-
handexperience on how they are discharging their duties and how service recipients are served
by employees. The intention of the researcher at this stage was mainly to secure an opportunity
to observe and record issues of interest as far as the accountability and ethics situations are
concerned. It was about the availability of employees during office hours, the way they are
treating service recipients, the amount or reasonableness of time they spent to provide service
tothe public, their transparency and willingness in providing information when they are asked by
the citizens who are seeking service, record keeping and management, the synergy among

individuals or departments have been considered during observation.

The observation was conducted two days in a week and an hour a day in five different officesfor
a month beginning from June 25/06/2015-July 25/06/2015. According to Creswell (2009),
qualitative observations are those in which the researcher takes field notes on the behaviour and
activities of individuals at the research site. As a result, checklist has been prepared as a guide to
observe and take notes on relevant information to the study(See Appenix 7).

3.5.4 Document Analysis

Primary and secondary data were employed in this study as the researcher was seeking an
understanding ofreforms within the context of NPM and examine accountability and ethics
relationship with NPM. Although primary data are very critical in answering the principal
research questions in this study, secondary sources were also utilized as they broaden
understandings of theories, key concepts, and empirical results.On top of the primary data

generated through quantitative methods, documents were considered as important sources of
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informationthat have enormously supplemented the data obtained through questionnaire,
interview and observation.Document analysis is often used in combination with other methods as
a means of triangulation in the study of the same phenomenononor corroborate evidences from
other sources (Bowen, 2009). The secondary data used in this study include governments’
publications, periodic reports of some of the bureaus in this study,study reports in connection
with ethics and accountability, proclamations, regulations and directives,newspapers, magazines
and other ethics, accountability and CSRPs documents. The analysis of information obtained
from the sources mentioned above has helped the researcher obtain the information necessary to
analyze civil servants’ accountability and ethics.Reform documents pertinent to the research
objectives were reviewed in examining the CSRPs within the context of NPM in AACA. The
other documents examined in this study were the 1995 constitution of Ethiopia, Addis Ababa
City Charter, FDRE and AACA’s Civil Service Proclamations. These documents specify and
illuminate what are and are not considered appropriate and acceptable conducts for holders of
public offices in AACA. Theevidences from sources mentioned above is also used to confirm
and complement some of the information obtained via survey questionnaire, interviews and

observations.

Despite the importance of data collection and analysis, data quality is also a pervasive and thorny
problem. The presence of incorrect or inconsistent data can significantly distort the result of the
analysis. Therefore, in order to maintain the quality of data, the researcher has conducted

reliability, and validity tests as follows.
3.6 Reliability and Validity Test of Data Collection Instruments

In quantitative research, reliability and validity of the instruments are very crucial for decreasing
errors that might arise from measurement problems in the research study. Reliability refers to the
accuracy and precision of a measurement procedure. The reliability of the survey instrument can
be obtained through the pilot testing of the instrument. However, in this study, in addition to the
pilot test,Cronbach’s alpha was used to ensure the reliability of the measuring instrument.
Tavakol and Dennick (2011) argue that high quality tests are important to evaluate the reliability
of data supplied in a study and alpha is a commonly employed index of test of reliability.
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To test the reliability, the questionnaire was analyzed using Cronbach’s avalues for each
dimension using data on NPM, accountability, and ethics. The value of the Cronbach’s a was
above 0.7 and the result shown that these measures were reliable. According to Gandhi
(2012),Cronbach’s alpha result which falls within the range of 0.7-0.8is acceptable.

Table 3-5: Reliability of Measuring Instrument

Measuring Instrument Number of Items Cronbach’s Alpha
Elements of New Public Management 7 0.836
Employees’ Accountability 6 0.782
Managers’ Accountability 6 0.852
Organizations’ Accountability 6 0.845
Ethical Awareness of Employees 10 0.890
Leadership Ethics 15 0.955
Coworkers’ Ethics 13 0.950
Roles of Accountability Institutions 10 0.897

Source: Field survey, December, 2014- May, 2015

The other important issue which has been given important consideration in this section was
validity. Kothari (1990) argues that validity is the most critical criterion to validatethe degree to
which an instrument measures what is supposed to measure. The questionnaire should
adequately address all aspects of the issues assumed to be addressed by it. In this research, face
and content validity were used to ensure that the instrument measures what it is presupposed to

measure.

As per Kothari, content validity is used to refer the extent to which a measuring instrument
provides adequate coverage of the topic understudy. A content validity test checks that there are
enough and relevant questions covering all aspects being studied and the irrelevant questions are
not asked. The test was based on judgment as there is no objective method exists. Seven
academicians in the field of public administration and political sciencehave been consulted to
evaluate the content of the questionnaire. On the basis of their feedback, its validity was
checked. The other validity test used in this research was face validity. According to Neuman
(2007), the easiest to achieve and the most basic kind of validity is face validity. It is the

judgment by the scientific community that the indicator really measures the construct.

66




On the other hand, to attain trustworthiness and validity of the qualitative data and its findings in
this research, the following strategies as indicated by Creswell (2009)were used. These strategies
include triangulation of different data sources, clarifyingthe bias that the researcher brings to the
study, spendingprolonged time in the field, using peer debriefing to enhance the accuracy of the
account, and using an external auditor to review the entire project. These strategies have helped
to determine whether the findings are accurate from the stand point of the researcher, the

participant, or the readers.
3.7 Data Analysis Method

This section sought to describe the process and procedures employed to analyze the data
obtained from questionnaire, face-to-face interview, observation, and documents.The data
collected through the above techniques were analyzed using several methods. The data analysis
methods were chosen based on the type of data used and the nature of the research questions and
objectives of the study.In this study, a blend of quantitative and qualitative data analysis methods
was employed. In addressing the research questions and to achieve the research objectives, the
data that were collected through the methods discussed in the preceding sections were carefully
checked, organized, analyzed and interpreted. To bring meaning to the text from the documents
reviewed, face-to-face interviews, and observations,themes were identified and organized into

coherent categories.

Thematic and content analysis methods were used in this study for qualitative data collected
through the questionnaire (open-ended questions), face-to-face interviews, observation and
documents reviewed.Consequently, the field notes as qualitative responses generated from in-
depth and semi-structured interviews, observations and documentary analysis were organized,
and analyzed using thematic and content analysis techniques.Content analysis is the process of
organizing information into categories related to the central questions of the study (Bowen,
2009). Relevant themes that are significant to the study were identified and used for analysis.
Afterwards, the qualitative findings were presented theme by theme in integrated manner with

the results of the quantitative data analysis to triangulate the findings of the survey.
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Theprincipal research question predetermined the choice of statistical test and analysis to be used
in the study. As the primarily purpose of this phase of analysis was to correctly determine the
effects of NPM on accountability and ethics, statistical analysis of the quantitative results was
conducted with the help of Statistical Package for Social Sciences software (SPSS), Version 21.
Descriptive statistical methods including frequency tables, figures, correlations and measures of
association were used. Ordinal regression analysis from inferential statistics wasalso used. These
techniques were employed as a statistical test to analyze quantitative data with the purpose of
addressingthe research questions and achieving the research objectives.The analysis of the
quantitative data was supplemented by Microsoft Excel. This computer application has helped

the researcher to plot graphs and demonstrate the findings of the study.

However, for the qualitative part, before the data is analyzed, the researcher hastranslated all
Ambharic written interviews, documents and field notes (observation) into English. The process
of the translation hasallowed the researcher to become well acquainted with the data. In
analyzing qualitative data, the steps which are suggested by Creswell have been followed.
According to Creswell (2009), the steps in qualitative analysis will include: first the collection of
raw data. Second, organizing and preparing the data for analysis should be done. Third,
preliminary exploration of the data by reading through the transcripts and writing memos is
essential. Fourth, coding the data, segmenting and labeling the text are critical. Fifth, codes help
to develop themes by aggregating similar codes together and theme description. Sixth connecting
and interrelating themes will come.Finally, we will do interpreting the meaning of themes and

constructing a narrative.

Figure 3.1 below portrays the overall research design of the study. Mixed method research
design was used by administrating a questionnaire, semi-structured interview and observation as
instrument in order to collect quantitative and qualitative data respectively. The data obtained
from the questionnaire were analyzed using descriptive and inferential statistics and information
gathered through interviews and documents were coded and analyzed using thematic and content

analysis methods.
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Figure 3-1: Diagrammatical Representation of the Research Design
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3.8 Ethical Issues: Consent, Access, and Participants Protection

This section emphasizes informed consent, the right of privacy of the respondents and

professional honesty as the basic requirements for this study. Since the research involved human

subject, the researcher has tried his best level to be honest and keep the ethical promise intact.

Participants of the study have been informed about the objectives of the study emphasizing that

data would be used only for the intended academic purpose.

Because of the apathetic behavior of the respondents in keeping their signature on the document,

written consent agreement was not done. However, oral consensus with all participants and an

official letter from the Department of Public Administration and Development Management,

Addis Ababa University, was taken to the field. Respecting the rights, needs and values of the
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study subjects were given utmost importance. Participants have been assured that the sources of

data collected would remain confidential and anonymity would be maintained.

To ensure anonymity and confidentiality, each respondent has been represented by a coded
number, with no reference to name or position and each questionnaire has been collected in a
sealed envelope. As per the researcher’s commitment, he has undertaken care to protect the

informants from risks that may emanate from the information they provided.

No particular attempt was made to incriminate any specific individual as well as organizations in
the study and participants would be given access to the final copy of the study up on their request
without bias as a way of appreciating and recognizing their participation. The researcher was not
biased to the responses of any of the participants. In reporting the study, the anonymity,
confidentiality and dignity of the respondents were carefully protected. All participants were
made aware that their participation was voluntary, and they could withdraw or stop their
involvement at any time during the time of data collection. In dealing with the two group
interviewees (experts and service recipients), the purpose and conditions of the interview were
explained succinctly to the participants. Interviews were written after fully demonstrated
agreement and in all cases, reports were prepared as of the interview date.All the interviewees
were promised that their responses would be kept confidential and no one in any case is
identified with the information he or she provided. As a result, this has boosted the self-
confidence of the informants and also encouraged them to provide genuine information without

associating it with negative consequences.
3.9 Summary

This chapter presented the research methodology used to achieve the research objectives in this
study. Mixed method research design and concurrent triangulation approach were employed in
order to analyze CSRPs in the context of NPM and examinethe effects of NPM onaccountability
and ethicsin AACA. After the proper identification of the target population or group and the
purpose of the particular information sought from each group of respondents, multi-
stageproportionate sampling methods were used in selecting respondents of the study.The
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research employed a questionnaire survey, face-to-face semi-structured interviews, non-
participant observation, and document analysis as data collection methods. Thus, the
combination of qualitative and quantitative methods has helped the researcher to achieve the

research objectives and address the research questions adequately.

This chapter also discussed the research ethics that has been observed to ensure that the findings
are of better quality. Before collecting the required data, consent from the respondents was
secured. The data collection procedures were intended to produce adequate and unbiased report
mainly on the state of accountability and ethics and NPM’s relationship with accountability and
ethics in AACA.

The reliability of the scale was tested using coefficient alpha which showed that the scale as
highly reliable. The validity of the scale was also tested using content and face validity.From 346
questionnaires distributed to the employees of the city administration, 284 were returned. In
achieving the research objectives and addressing the research questions of this study, thematic
and content analysis methods were employed for the qualitative data. However, the quantitative
data were analyzed using descriptive and inferential statistics including frequency tables, figures,

and Spearman Correlation Coefficient and Ordinal Regression analysis methods respectively.
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CHAPTER FOUR

NATURE AND CHARACTERSTICS OF REFORMS INADDIS ABABACITY
ADMINSTRATION

4.1 Introduction

The drives to improve management in governments through PSRPs and enhancing the delivery
of quality service to the public have been common to many developed and developing countries
including Ethiopia. Indeed, the principal purpose of this chapter is not to appraise the success or
failure of the PSRPsper se, rather it aspiresto look at the nature and characteristics of the CSRPs
that are carried out over the past decades by AACA in the context of NPM. Hence, the

chapterfocuses on four principal sections.

The first section presents the socio-economic and historical background of AACA and the need
for CSRPs. Next, an overview of Post-Dergue public sector reform programs in AACA is dealt
under section two. Thethird section deals with the practice, nature and characteristics of CSRPs
in AACA with respect to NPM. In examining thenatureand characteristics of CSRPs in AACA,
the seven NPM elements, which have been explicitly depicted byHood(1991), are used as a
framework.Thus,the fundamental question raised in this section is about whether the CSRPs in
AACA are in alignment with NPM paradigm or not. Finally, section four deals with the factors

that impedethe practices of the reform programs in AACA.

4.2 Socio-Economic and Historical BackgroundofAACAandthe Need for
CSRPs

Addis Ababa City is the largest and the hub of Ethiopia(Fekadu, 2013). It was founded in 1886
by the then Ethiopian King, Emperor Menelik 1l and his wife Empress Taitu (Bahiru, 2013).
Geographically,the city lies at the center of the country and connects with all regions. Since its
establishment, Addis Ababa served as the country’s administrative, economic and political
capital and covers 54,000 hectares of land and it accumulates an estimated population of 3.2

million (Aerni, 2010). The city is not only the political, economic and cultural center of the
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country but alsothe hub of African diplomacy(Gormesa, 2015; MoFA, 2014) and the fourth
diplomatic center in the world(Yntiso, 2008).

Accommodating about 30 percent of the urban population of Ethiopia, Addis Ababa is one of the
fastest growing cities in the continent and its population has nearly doubled every decade (UN-
HABITAT, 2008).The higher concentration and relatively growing levels of industrial activities
and infrastructural facilities are often noted as among the factors that attract many of the
migrants to Addis Ababa and these make it a single primate city in the country (Kassahun &
Tiwari, 2012).The city is estimated to be fourteen times bigger than the country’s second largest
city, Dire Dawa (Demeke, 2015; Fekadu, 2013; MoFED, 2006). Hence, dozens of migrants
areengrossed by Addis Ababa city soliciting better job opportunities and utility of social services
(Alemu &Yosef, 2013).

Structurally, AACA is accountable to the Federal Government and embraces the legislative,
executive and judiciary branches of government. Percurrent administrative system, AACA
comprised ten major administrative sub-cities that are further divided into districts locally known
as “Weredas”, which are the smallest administrative units of the city (AACA Communication
Bureau, 2004). In addition, 14 bureaus with a clearly defined legal personality or objectives and
accountable to the Mayor are established (AACC, 2012).

High rate of unemployment, widening income disparity,overcrowded concentration of slum
dwellings, and poor housing,meager infrastructure, and sanitary development characterize Addis
Ababa more than the few good features it possesses (Un-Habitat, 2007). These changes and
associated problems cannot be handled through traditional public organizations, personnel or
methods, and administrative capabilities have to be upgraded to meet new demands and
situations. This implies thatthe citycannot afford to have a civil service that is unable to cope
with the increasing domestic and international demands on its services and infrastructures.
Hence,in order to ensure good governance and effective and efficient service delivery, AACA
requires proficient civil service. Consequently, considerable reform measures have been taken in

the civil service to improve the prevailing administrative defects since EPRDF took power in the
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early 1991. The underlying objecive of the CSRPs in AACA is to implement government’s plan
in an effective and efficient manner (AACA, 2004). Section 4.4, however, examines the nature
and characteristics of the CSRPs that have been introduced and practiced to date (2016) in
AACA in order to know how far they comply with NPM.

Although many reforms such as decentralization, civil service reforms, community participation
and improved service delivery (Yntiso, 2008) have been carried out to reverse the old aged
practices ofAACA, the city administration is still struggling with the predicaments of instituting
democracy and good governance.Thus, poor public service accountability and deficiency of

ethical operations are mounting over time (Atikilt, 2015).

4.3 An Overview of Post- Dergue Public Sector Reform Programs In AACA

Over the past 25 years, major reform initiatives have been taken in Ethiopia with the objective of
changing rule-bound public service to one that serves the interests of the public. The PSRPs can
be mentioned among the initiatives that had been taken place in the country in collaboration with
other international partners.Aid conditionality by donor organizations such as WB and UNDP
was an important factor for embarking on public sector reform programs in Africa including
Ethiopia. Larbi(1999), Mackintosh (1998),Minogue (2000), and Polidano (1999) (as cited in
Paulos, 2013) stated that multi-lateral institutions have played a role in encouraging developing

countries to beginpro-market and pro-private sector reforms.

Considering the present effect of past public service delivery setbacks along with international
pressure by WB, UNDP and others, the FDRE Government began to implement the reform
programs in the public sectors beginning from the early 1990s onwards. AACA has also been
touched by the wave of this international trend and direction of reforms. There were
similargenres of public sector reform program packages designed to AACA except the possible
variation across states in terms of the magnitude of the practices. AACA is rather better
positioned than other regional states in implementing the PSRPs. The city had a competitive
advantage of runningdecentralized civil service programs and relatively equipped with necessary

resources compared to other regional states(Mellors, et al., 2007).

74



Beginning from 1991, the EPRDF led Government commenced series of economic and political
measures with the intention of reversing the previous old aged arrangements of the government
machinery (Tilaye, 2007). It was in the early 1990s that SAPs were first begun to be introduced
in Ethiopia.SAPs launched in the early 1990s by the government consist of political and
economic reforms (Getachew & Common, 2006; Yimer, 2015). The political dimension of the
reforms was expressed in the following ways: effecting changes in the constitution, transition
from single party hegemony to the multi-party democratic system, changing the form of
government from unitary to federal, and instituting regional self-governments by way of
devolving tasks and authority to the newly created sub-national entities. The economic
dimension of the reform, however, included denationalization and deregulation of public
enterprises that were formerly under the government control (Tilaye, 2007). However, Ethiopia
does not have success stories with regard to performance of SAPs like many of the Sub-Saharan
African Countries.SAPs in Africa had neither accelerated growth nor reduced poverty(Lopes,
2013).

The other reform package which immediately followed SAPs and considered as part of NPM is
CSRPs. CSRPs have been increasingly adopted in Africa often linked to SAPs (Wescott,
1999).African countries have been reforming the civil service with the intention of making the
civil service accountable, transparent, and responsive to the public in the delivery of public
goods and services(Islam, 2015). Right after coming to power, the current government of
Ethiopia initiated a first phase reform program (1991-1996) to overhaul and enhance the civil

service systemthrough a retrenchment and redeployment programs (Paulos, 2001).

In 1996, the government established a task force aiming to assess problemsin the civil service
system and to recommend plans forwards. The taskforce found that the orientation, attitudeand
work practices of the bureaucratic machinery were ill-suited to the needs ofthe new policy
environment of the country. Lack of clear national service delivery policy, attitudinal problems,
insufficientrecognition  of  citizens’ rights, lack of accountability, excessively
hierarchicalorganizations, giving priority to the convenience of providers instead of users,

moreconcern on inputs and routine activities, less on achieving tangible outputs, lackof
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consultation with clients, and lack of complaint-handling mechanism were among the major

problems identified(Government of Ethiopia, 2001).

Thus, the government initiated its second phase of the reform (1996-2003) program in the form
of comprehensive CSRPs. It possessed wide-ranging components that included five major sub-
programs. Similarly, AACA has also put in place the CSRPs with its core components. To this
end, the following five major sub-programs were undertaken; namely,(a) the expenditure
management and control sub-program, (b) human resource management sub-program, (c) top
management system sub-program, (d) service delivery reform sub-program and (e) the ethics
reform sub-program(AACA Capacity Building Bureau, 2008; AACA, 2004).Inaddition to the
components of the CSRPs noted above, different reform inititaitves and management techniques
like BPR, BSC, and development of change or reform army are some of the major reform tools
that the government has introduced and implemented in accomplishing the objectives of service
delivery reform and enhance organizational performances (Zerihun & Tesfaye, 2014). Reform or
change army in the civil service could be seen as a group of civil servants structured together at
various levels of an organization with the purpose of shared organizational mission and strategy
which mainly focuses on the satisfaction of customers.lIt refers to a groupof people organized as
stand by armed force to perform organizational missions as effectively as possible (Minstry of
Civil Serivce, 2014). Neverthless, the implmentation of change army team in Addis Ababa has
multiple problems. According to Miruts and Daba (2016), the communication system in change
army teams is found to be very poor, top-down, not participatory, and it is not integrated with
organizational goals. CSRPsweresought to enhance the capacity of the civil service so that it will
be effective, efficient, transparent, accountable, ethical, performance oriented, and promotes
good governance, provides client oriented service delivery and supports the government’s social

and economic development policies and private sector development.

The CSRPs appears to be consistent with NPM perspective, and it often seeks to dismantle the
existing civil service systems and replace them with models closely resembling those found in
the private sector. It is directly related to NPM concepts applied in managing public sectors using

the principles similar to those used in private sector(Lukumai, 2006). Like many African
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Countries, Ethiopia is also embracing elements of the NPM and the CSRPs that the country has
embarked onare in line with the NPM concept (Paulos, 2001; Peterson, 2001 as cited in
Getachew & Common, 2007). Corroborating the above arguments, Gebre and
Melesse(2014)stated that the concept of NPM was introduced in Ethiopia with the principal
objective of transforming the civil service from bureaucratic, unaccountable, inefficient and
ineffective institution to a flexible and fair, responsible and participative, accountable and
efficient, ethical and transparent civil service that can help achieve sustainable socio-economic
development, good governance and democracy. Hence, on the basis of what is stated by Gebre
and Melesse (2014) and Paulos (2001),it is possible to deduce that the CSRPs initiated and
operationalized by AACA are in line with NPM concept.NPM paradigm has tended to focus on
how to improve service delivery to citizens and how to make it more responsive and
effective(Crook, 2010).Thus, the focus of NPM complies with what the CSRPs intended to

achieve.

From the preceding discussions, it is apparent that AACA has embarked onNPM.According to
Hood (1991), NPM is the fusion of managerialism and liberal institutional economics.
Managerialism connotes the introduction of private sector entrepreneurial management
principles to the public sector. It comprises professional management, explicit standards and
measures of performances, managing by results, offering value for money, and customer as a
focus for service delivery. All these elements covered under managerialism have been part of the
CSRPs in AACA (AACA, 2004).The new institutional economics, on the one hand, refers to the
introduction of incentive structures such ascompetition, customer care publicservice provision,

greater competition through contracting out and quasi markets.

Noteworthy initiatives have been underway in the last two decades to improve accountability and
ethics, and to improve the quality of services to the citizens in AACA. These initiatives include
creating public organizations that are flat in hierarchy, flexible, decentralized, and greater
consideration for performance management (AACA, 2004). All these initiatives were embedded
withinthe frameworks of NPM. Therefore, AACA’s Public Administration has been affected by

and benefited from the impact of the international trend of NPM.
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4.4 Background Information of Survey Respondents

Table 4-1 shows respondents’ gender distribution, education and respondents’ organizations. As
it is depicted in Table 4-1, out of sampled respondents, 173 (60.9%) and 111 (39.1 %) of them
are males and females respectively. It entails that male employees are larger in size in AACA
than females are. The educational qualifications of survey respondents reveal that those
possessing first degree holders had the highest frequency of 146 which is 51.4 % and 37.7 % of
them represents college diploma graduates with a frequency of one-hundred-seven. However, 17
(6.0%) and 14 (4.9%) of survey respondents have second degree and certificate respectively. It
therefore, implies that the professionalization of the civil service in AACA is getting improved
compared to the previous arrangements. The professionalization of the service is also one of the

essential ingredients of NPM.

Among 284 survey respondents, 25 (8.8%), 32 (11.3%) and 50 (17.6 %) of them are from Micro
and Small Enterprise Development, Housing and Construction, and Road and Transport offices
respectively. However, 35 (12.3%) and 142 (50%) of them are from Trade and Industry and
Land Development and Management offices respectively. This entails that the work force in
Land Development and Management Bureau is very large as compared to others.

Table 4-1: Survey Respondents’ Background Information

Item Description Frequency | Percentage
Sex Male 173 60.9
Female 11 39.1
Education Certificate 14 4.9
Diploma 107 37.7
BA Degree 146 514
Master’s Degree 17 6.0
Study Bureaus | Micro and Small Enterprises Development 25 8.8
Housing and Construction Development 32 11.3
Road and Transport 50 17.6
Trade and Industry Development 35 12.3
Land Development and Management 142 50.0

Source: Field survey, December, 2014- May, 2015
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Table 4-2 shows employees’ educational level in terms of sex. It reveals that male employees are
better educated than female employees. The number of male employees who have Master’s
Degree, Bachelor Degree, Diploma, and Certificate are 10,109, 48, and 6 respectively. Similarly,
the number of female employees who have Master’s Degree, Bachelor Degree, Diploma, and
Certificate are 7, 37, 59, and 8 respectively. As the level of qualification decreases, the number
of female employees increases compared to the number of male employees. This difference
might be the result of unequal educational opportunity that prevails for many years in the

country.

Table 4-2: Respondents' Education in terms of Sex

Respondents Education Total
|Certificate | Diploma BA Master’s
Degree Degree
Sex of Male 6 48 109 10 173
respondents Female 8 59 37 7 111
Total 14 107 146 17 284

Source: Field survey, December, 2014- May, 2015

Table 4-3 shows employees’ age and work experiences, who have participated in the survey. It
reveals that their maximum and minimum work experiences in AACA are thirty-three and one
year respectively. Nine years as an average working experience and thirty-two years as an
average age of respondents show that the pool of candidates who are currently working in
AACA have better experiences and relatively at active and productive working ages. The
practices of NPM in AACA are examined below on the basis of the views of survey respondents,

key informants and review and analysis of secondary sources.

Table 4-3: Age and Work Experience of Survey Respondents

Respondents work Age of respondents
experience
N Valid 284 284
Missing 0 0
Mean 8.78 32.27
Std. Deviation 6.816 6.669
Minimum 1 20
Maximum 33 55

Source: Field survey, December, 2014- May, 2015
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45 Practices, Nature and Characteristics of CSRPs in AACA

This section attempts to examine the nature and characteristics of CSRPs in the context of NPM
AACA. In doing this, survey was conductedwith the city administration’s civil servants. In
addition, interview and document review were also employed for the same purpose.The data
obtained from survey questionnaire, informants interview and review of documents regarding the
nature and characteristics of CSRPs in the context of NPM in AACA are presented and analyzed

below.

As depicted in Table 4-4, a series of questions were asked to respondents in order to elicit out
their own views on the practices of NPM in AACA. Accordingly, it reveals thatgreater discipline
and cost cutting schemes in resource use 163(57.4%),private style of management 161
(56.7%),greater emphasis on output than input and process 159(56.0%), result oriented
performance 157(55.3%),competition154 (54.2%)are proved to be practiced in AACA by more
than fifty percent of respondents. But, the level of agreement on the presence of managerial
autonomy and disaggregation of units were found to be 102 (35.9 %) and 124 (43.7%)
respectively. These insinuate that despite the possible existence of some variation on the
practices of these reform components, five of the NPM elementshave been put in place in
AACA. Nevertheless, survey results are triangulated with data obtained through interview and
document analysis below Table4-4 with the objective of verifying the reliability of the
information provided by survey respondents.

Table 4-4: Survey Result on the Practices of NPM in AACA

No. Item Response Frequency | Percent | Cumulative
categories Percent

1 |There is managerial autonomy to |Disagree 162 57.0 57.0

make important decisions in the|To some extent 20 7.0 64.1

organization. Agree 102 35.9 100.0
Total 284 100.0

2 |Result oriented performance | Disagree 101 35.6 35.6

evaluation has been practiced in the | To some extent 26 9.2 44.7

organization so far. Agree 157 55.3 100.0
Total 284 100.0

3 | The organization has given greater | Disagree 93 32.7 32.7

emphasis to output than input and | To some extent 32 11.3 44.0

process. Agree 159 56.0 100.0
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No. Item Response Frequency | Percent | Cumulative
categories Percent

Total 284 100.0
4 | There is disaggregation of units that | Disagree 127 447 44.7
allow separate provision of services. |To some extent 33 11.6 56.3
Agree 124 43.7 100.0

Total 284 100.0
5 |There is greater competition among | Disagree 91 32.0 32.0
departments and employees for better | To some extent 39 13.7 45.8
results. Agree 154 54.2 100.0

Total 284 100.0
6 |The private styles of management | Disagree 83 29.2 29.2
have been practiced up to now. To some extent 40 141 43.3
Agree 161 56.7 100.0

Total 284 100.0
7 | There is greater discipline and cost- | Disagree 88 31.0 31.0
cutting schemes in using resources. | To some extent 33 11.6 42.6
Agree 163 57.4 100.0

Total 284 100.0

Source: Field survey, December, 2014- May, 2015

In addition to the results obtained from survey, NPM features were also included in the CSRPs
documents. To mention a few, result oriented performance management, greater emphasis on
output than input and process, flat organizational structure and delegation, one stop service, cost
containment or economical usage of resources, customer oriented service, value for money, and
decentralized form of management are part of NPM that were also embraced in AACA’s
CSRPs(AACA, 2004). During observation the researcher has witnessed the fact that all offices at
different echelons of the city administration are organized to give one stop service to service
recipients. In this regard, Bureaus of Land Development and Management, and Trade and
Industry Development can be mentioned as good examples to corroborate what is noted
above.Hence, in orderto substantiate what is discussed above, the subsequent analysis had

emerged from the informants’ views and secondary sources.

Civil servants’ views were traingulated and verified through the feedbackobtained from
informants. Informants were asked to give their over all evaluation on the implementaiton of
Hood’s NPM elements in Bureaus they are working for. Interviews and discussions held with
informants revealed that the above survey respondents’ opinionswidely shared and known
among them.According to the majority of informants,despite the gaps in implementing

thesereform elements,many of of NPM ideas are being practiced in AACA “as innovative
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approach responding to changing environmnets”. Their responses confirmed that theseNPM
elements have been put in place in AACA over period of years.In explaining the issue further,
informants have been asked a series of questions. The result obtained from informants” interview

and documents are presented and analyzed below.

Managerial Autonomy: Informants were asked whether there is managerial autonomy or not in
AACA. In response, many of the informants whom the researcher interviewed in different
bureauspraised that AACA was decentralized and divided into ten sub-cities.Similarly, two of
the informants from Bureau of Trade and Industry Development, and Road and Transport stated
that the activities which were previously managed at center are now decentralized to the sub city
and ‘woreda’ level. According to these informants, executives at each administrative echelon and
managerial levels are relatively empowered compared to the previous old bureaucratic
arrangementsand have been given autonomy to manage or decide on matters for which they are
responsible for. They can implement government policies and make important decisions without
consultation and lengthy negotiations with the top management body at the center as before. The
majority of informantshold the viewpoint that civil service managers are allowed to control their
subordinates thoughthe authority to plan and control the financial resources are still constrained

and highly influenced by the center.

Informants with whom the researcher conducted face-to-face interview in Bureaus of Land
Development and Management indicated that human resource issues and functions such as
planning, recruitment, selection, placement, staff performance appraisal and training and
development decisions, and disciplinary actions are made at lower level compared to the pre-
reform arrangements. However, these informants did not deny the intrusion of politics in the
management of human resources.An informant in Bureau of Capacity Building has also
expressed his views stating that “many of the managerial positions are occupied by politically
affiliated individuals and ruling party members.” Likewise, complementary view is held
byMiheret (2016)stating that ‘Woredas’ in AACA have some autonomy over human resources
management; however, capacity problems and political infringements are constraining their

activities.
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Many of survey respondents have also verified the political interferences in the course of
managing human resource issues. As it is elucidated by survey respondents,the politicization of
manpower engagement process and disregarding the significance associated with job description,
job specifications and job performance in the recruitment and promotion decisions are becoming
overt and regular phenomena.Besides, human resource management is not the only measurement
of managerial autonomy. Among the most commonly used indicators of managerial autonomy,
financial freedom is the vital one. Sub-cities as well as “woredas” in AACA do not have
financial autonomy. They do not have the freedomto mobilize and finance their own activities

using the resources they have because of the intervention from the center.

Discretion in determining what to do without undue constraint from the higher levels of the city
administrationis non-existent. Addis Ababa City Charter unambiguously stated that sub-cities
and the ‘kebeles’, now the ‘woredas’ do not have financial autonomy. Article 32 (1) of the
charter has stipulated that the sub-city council allocates the budget assigned to it by the city
council(HPR, 2003). It signifies that neither the sub-cities nor ‘woredas’ can generate and
finance the money on their own activities.If the lower level public administration problem
solving efforts are based on approvals from the central authorities, this would generate
phenomena of bureaucracy, lack of initiatives, and negative consequences for the administrative

activities at the lower level.

Few respondents, however, haveargued and tried to explicate that lower level managers do have
autonomy. They strongly expressedthat managerial autonomy is interlinked with corruption in
some contexts. Two informants from Land Development and Management Bureaustated that
autonomy has facilitated corrupt and unethical practices by those individuals who occupied
managerial positionsand who are provided with discretionary authorities. One of these

informants has explained the situation as follows:

In Land Development and Management Bureau, managerial authority is devolved to
lower levels and top executives at the center do not have legal power to involve and

interfere in important decisions made by officials at the sub-city level. As a consequence,
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corruption is escalating at the sub-city level. However, whenever there is corruption
suspect or any other types of misbehaviors are registered, top management officials at the
center can take part in the process of making people who are holding managerial
positions at sub-city level accountable through “gimgema”.

The word ‘gimgema’ noted above refers to face-to-face evaluations that are conducted on regular
basis among government employees and officials with the objective of disclosingand correcting
the malpractices committed by each organizational member. It is a serious examination and
judgement of one’s own behaviors and job performances by himself or herself (self-criticism or
self-evaluation), colleagues, immediate bosses as well as by other external partiesin front of the
crowd of people who would verbally challenging the person until he/ she confessed or give some

kind of justifications.

It is important to note here that this opinion is also shared by many of the informants inthe
bureaus that are included in this study.In the same manner, Addis Ababa City Charter, Article
32(1) has also explicated that power is decentralized from the center to the lower level(AACA,
2003). As stated by AACA’s Executive and Municipal Service Organs Re-Establishment
Proclamation, powers and functions, and accountability of subcities and “Weredas” are
separately indicated(AACC, 2012). However, what is stated above by interviwees and AACA
Executive and Municipal Service Organs Re-Establishment Proclamationdo not validate the
presence of managerial autonomy inthe city administration.Besides, AACA’s Charter do not
provide sub-cities and woredaswith the autonomy to make important decisions in their

jurisdictions.

As stated by Paulos(2001), replacement of highly centralized organization structure with a
decentralized management environment where decisions on resources allocation and service
delivery are taken closer to the point of service delivery is an important element of NPM.
Similary, Hope and Chikulo(2000) hold the view that one of the central elements in the
application of NPM is the concept of decentralization and with in the context of NPM,
decentralization is seen as the means for increasing managerial autonomy by reducing central

adminstrative controls.All the initiatives, however, suggest that decentralization of management
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authority in AACAIs greatly restrained and it has remained more of deconcentration than
develoution.Therefore, it is possible to argue thatthe current decentralization practices in AACA

do not reasonably explain NPM model.

Result Oriented Performance Evaluation:The other key element in Hood’s (1991) NPM
model involves setting explicit standards of performance. The traditional performance
management measures were found to be outdated and inappropriate and result based
performance management system (RBPMS) becomes one of the elements of CSRPs in Ethiopia.
As stated by Tesfaye and Atakilt (2012), FDRE Government has adopted the implementation of
resulted oriented performance in the civil services although its implementations were
challenging. They have also added that due to RBPMS many public organizations have slightly
improved their performances in the provision of services to the public.

Similar to the FDRE Government, the RBPMS was an essential part of AACA’s CSRPs(AACA,
2004). Now the city administration has introduced BSC as performance measurement tool in the
civil service. BSC is one of the performance measures which enables organizations translate
vision and strategy into tangible set of performance measures (Geda, 2015). As stated in the
training manual prepared by AACA’s Capacity Building Bureau (AACACBB), BSC is needed
and adopted in AACA to appraise performances on the basis of results(tAACACBB, 2008).
Likewise,Girum (2014), stated that AACA has put in place result oriented
performancemanagement system.According to him, BSC in the city administration has five
steps: (1) Planning which includes work plan and performance objectives, (2) Performance
follow-up and feedback, (3) Measuring performance based on results, (4) Conduct training for
poor performers, and (5) Provision of reward for better performers. He also added that the
preparation of performance appraisal plan should be participatory, transparent, result oriented,
and measured based on work quality, quantity, cost and time dimensions. AACA’s civil servants’
proclamation, Article 32(1) has also emphasized the need for performance management and
rewards based on results achieved(AACG, 2008). This verified the fact that AACA has adopted

and practicing result oriented performance management system.
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In setting explicit standards of performance in AACA, there were no meaningful differences
inmany of the informants’opinions. Theinformants, whom the researcher interviewed in Addis
Ababa, at Bureaus of Capacity Building, Land Development and Management and Trade and
IndustryDevelopment stated thatwithresult oriented management scheme, each employee,
executive, department and the institution at large hasbeen being evaluatedon the basis of the
results each achieved. These informants further corroborated that BSC, which is currently in
place across the city administration, requires each of the above actors to periodically give an
account of the resources utilized and the output obtained.In addition, reports are often examined
and compared against the approved plans in order to ensure that they are accomplished

accordingly and find out any possible discrepancies.

Informantsfrom all bureaus contended that performance agreements would assist employees to
focus better on their responsibilities and helpensure that their performance targets are aligned
with the objectives of their organizations. They also indicated that each bureau’s objectives and
strategies were clearly identified in the agreements. Knowledge in prevailing literature also
supports their views and considers BSC as an integral part of NPM.Beginning from NPM
reforms of the late 1980s and early 1990s, public sector organizations around the world havebeen
facing continuous pressures to exhibiteffective performance management. One of the tools
widely accepted as having the potential to support this performance management was
BSC(Bilkhu-Thompson, 2003; Modell, 2004;Aidemark, 2001 as cited in Northcott & Taulapapa,
2012). As stated byDereje (2015),AACA has implemented BSC since 2010 in order to improve
the performancesof public sector.It is the increase in social needs and community expectations
about the quality of service delivery, the increase of budget limitations, and the definition of
citizen satisfaction as the mission of public organizations that justify the adoption of a strategic
management model in public management (Gomes, Mendes, & Carvalho, 2010). Hence, BSC as
strategic tool in AACA is also an integral part of NPM.Thus, what is stated above suggested that
performance management or result oriented performance management system have been used as
an instrument to improve the performance of the civil service in AACA and can explain the
NPM model.
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Emphasis on Output than Input and Process: The next point of enquiry was aimed at to know
whether thereexisted increased emphasis on output control or notin AACA.Based on
thequalitative data obtained,greater emphasis is given to output than input and processes in
AACA. It is also one of the reasons that necessitate the need for reforming the civil service in
AACA as well as at the Federal Government level. As stated by AACA(2004) and Government
of Ethiopia (2001),in the past, Ethiopian civil service was procedure and input oriented.As a
result, output oriented reform has been introduced. This idea has been extended further by many
of the informants.The informants were asked about the implementation of the reform element
that emphasizes output than input and process in bureaus they are working for. Informants, with
whom face-to-face interview was conducted, in Bureaus Land Development and Management,
Trade and Industry Development, and Road and Transport haveverified that output orientation is
the essence of the CSRPs in AACA and since the introduction and implementation of result
oriented performance or BSC, the city administration is more concerned with output control than
input and process.These interviewees argued that the city administration’s focus on output
control had greatly increased with the adoption andimplementation of result oriented

performance management system.

Disaggregation of Units that Allow Separate Provision of Service: The next question sought
the informants’ outlook on the practices of disaggregating monolithic government organizations
into different units. Many of the informants have reflected similar views on the disaggregation of
units in AACA.According to two informants from Bureaus of Land Development and
Management, and Capacity Building, different activities in each bureau are disaggregated into
different departments and units.They have argued that AACA has undergone a significant
restructuring of large unitary bureaucracies into a smaller and task oriented units with the
objective of improving public service delivery. An informant from Bureau of Capacity Building
has also explained further about the presence of the practices of disaggregation of units by giving

Health and Education Bureaus as example.

As he stated, Addis Ababa food, medicine and health administration and control authority
(AAFMHACA) is responsible for regulatory activities and public hospitals and health
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centers are in charge of the provision of services. Similarly, AACA’s Education Bureau
has established units for maintaining education quality and relevance, and schools are in

charge of the provision of services.

His view is also validated by proclamation No0.30/2012. According to this proclamation,
AAFMHACA s established with the objective of protecting the health of consumers in Addis
Ababa city by ensuring food safety and quality, the safety, efficacy, quality and proper use of
medicines, competency and ethics of health professionals, the standard of health institutions, and
the hygiene and environmental health protection suitability for individual and community health
(AACA, 2012). However, what is stated above by an informant, proclamation No.30/2012,and
the restructuring of organizations and establishments of different departments do not adequately
explain NPM model. According to Hood (1991), disaggregation of units needs separate
production and provision of products and services. However, no evidence of production and
provision split is found in the study bureaus. Hence, the responses given above or the

departmentalization of activities as stated by informants do not adequately explain NPM model.

Competition: Informants were next asked to provide their views on the presence of public-
private competition and outsourcing of organizational activitiesto the private sectors in
AACA .Many of these informants in the study bureaus replied that competition between public
and private organizations and outsourcing of organizational activities to the private sectors in
AACA is inconsiderable. However,some of these informantsfurther explained that, though
outsourcing of organizational activities to the private sectors and public-private competition are
insignificant, there are few beginnings to demonstrate its existence. As they have stated, there are
competitions between private and public organizations mainly in health and education sectors.
According to them, in harmony with NPM principles, schools and hospitals are competing for
students and for people who are seeking medical services respectively and citizens have freedom
to choose their own schools and hospitals in AACA. Outsourcings of some activities to the

private sectors are also being practiced in some government organizations.
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An informant in Bureau of Capacity Building hasexpressed his view on the outsourcing of some
activities from the public to the private in the health sector with the objective of improving health
service delivery. According to him, many of the ancillary and non-clinical activities such as food
preparation, security and laundry and cleaning services are outsourced to the private providers.
Asto the informants from Bureau of Road and Transport, there are outsourcings of activities
which were previously provided by the government to the private sector. These include
regulatory activities, vehicle technical inspection activities which are the fundamental part of
vehicle regulation are outsourced to the private sector. Driver licensing activities are also partly
outsourced to the private sector. Besides, road construction and maintenance activities are mainly

outsourced to the private sectors through competitions.

There is also public-private partnership between Trade and Industry Development Bureau and
private partners. As tothe informant from Bureau of Trade and Industry Development,
partnership and collaboration have been created between Chamber of Commerce and Trade and
IndustryDevelopment Bureau in terms of capacity building and some regulatory activities. This
informant has explained the prevailing partnership between Trade and Industry Bureau and
consumers’ cooperatives. It aims at regulating price, affordability, and quality of products and
services. He hasalso added that Trade and Industry Development Bureau is using consumers’

cooperatives as regulatory instruments.

Apart from the existence of fewcompetitions between government and private sectors,there are
also the practices of competition within the government institutions. According to two
informants from Bureaus of Capacity Building, and Micro and Small Enterprises
Development,there are good beginnings in the promotion of internal competitionwithin and
amonggovernment institutions by the objective of enhancing efficiency and promoting standard
of service delivery. They have confirmed the presence of competitions among sector offices in
all sub-cities, among schools and health centers in all sub cities based on objectively measurable
standards. According to these informants, in many government organizations, there are practices
of identifying exemplary performers of the month or the year and these practices are more

reinforced after the introduction of result oriented performance appraisal system which also
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enables objective evaluation of performances. Informants, whom the researcher interviewed in
the study bureaus,have unanimously verified the presence of competitions among departments

and offices since the city administration encourages it among government agencies.

Competition within units of government and across government boundaries to the non-profit and
for-profit sectors is one of the principles that remain at the core of NPM(Denhardt, 2011;
Lukomska-Szarek, 2013).Competition means that departments with the government and
employees have to compete with each other in the delivery of public services for which they are
responsible (Kalimullah, et al., 2012). According toMoore(1996),NPM emphasized that
individuals and small groups should be placed in some kind of competition with one another and
be rewarded for their effort and performance.As stated by Paulos(2001), “enabling managers
within government to act as public-sector entrepreneurs, fully utilizing the value of capital,
goods, and staff with in government to deliver specified objective” is an element of NPM. It
shows that public-private competitions, internalcompetitions within the public sector as well as
competitions among employees and government organizations confirmthe practices of

competition as NPM element.

The Private Style of Management:The next question sought insights on the responses of
interviewees on whether AACA had introduced the private style of management or not. As many
informants replied, the private style of management has been put in place to some degree in the
city administration.They have mentioned the strategic management models such as BPR and
result oriented performance management system or BSC, customers as a focus for service
delivery and the idea of competition, and emphasis on efficiency were meant to show the

presence of private style of management in AACA.

BPR is also known as parts of NPM model. According toFragoso (2015), the main components
of NPM model are known as “5R’s”: restructuration, process reengineering, reinvention,
realignment and reconceptualization. Similarly,Getachew and Common (2006) have affirmed the
acceptance of BPR by public sector reformers as part of a package of NPM reforms. It has been

stated that NPM is related to the notion of re-engineering the public sector (Hope & Chikulo,
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2000). As stated by AACACBB(2008), the city adminstration has been practicing BPR and BSC
in the government machineries. This entails that the public sector is operating more like a
business than ever before. It is therefore, possible to argue that the private style of management
that are bieng practiced in AACA so far can explain the NPM model.

Greater Discipline and Cost Cutting Scheme in Using Resources: The next question has
aimed at informants’ response on whether AACA emphasized greater discipline and parsimony
in resource use or not. The majority of informants, with whom the researcher has conducted
interview inAACA have agreed that the city administration has been trying to apply efficient cost
utilizationand cost containment schemes. An informant from Capacity Building Bureau further
explained thatthese days,greater discipline and economy in resource use has been given greater
priority in the course of implementing reform programs in the city administration. This informant
noted that AACAhad been trying to improve its efficiency and its services by reforming its
organizations and introducing various projects such as BPR, BSC, Kaizen, program based
budgeting system (PBBS) and application of information and communication
technology.Likewise, an informant from Construction and Housing Development Bureau stated
that reforms are introduced to allow the city administration carry out its activities in a more
efficient, cost effective way by providing more effective means and better information to those

making decisions.

BPR involves the discovery of currently operating business process and how to design these
processes to eliminate redundant effort, wastage, and improve efficiency and
competitiveness(Lilian, Uzochukwu, & Francisca, 2015).Performance management on the basis
of ‘Balanced Scorecard’ approach is also seen as a means to ensure best use of limited resources.
BSC has feature of linking goals, resources, strategies and results. As stated by
Fekadu(2014),PSRPs were introduced because traditional system of public administration was
ineffective and inefficient in the delivery of public goods and services. Similarly, efficiency and
effectiveness are amongthe objectives of CSRPs in AACA. It was found that in the past the civil
service had been suffered from inefficiency and poor performances and reforms were introduced

to make the civil service efficient and effective(AACA, 2004). This shows that discipline in
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efficient usage of resources is one of the concerns of CSRPs that has been practiced in AACA so
far. Similar view is held by Ministry of Civil Service oncost containment and the efficient
utilization of resources. According to Ministry of Civil Service(2013), the CSRPs seek to
achieve effectiveness and efficiency at federal and regional levels through transformational

measures.

Moreover, informantshavedisclosed that AACA encouraged the participation of the general
public on the affairs of the city administration. They have elucidated furtherthe citizen charter
(CQO)in explaining the participation of the public in the affairs of government. According to an
informant from Bureau of Capacity Building, CC is introduced in AACA most recently to let
people participate in government affairs. As to this informant, CC is part of NPM model and acts
as a bridge between service providers and beneficiaries for providing quality and accessible
service. The commencement of CC is needed in AACA for multiple reasons such as making the
public aware of their rights, satisfying the people by improving the standard and quality of
services, making the service providers more responsible and accountable to the citizens and
maintaining public trust on government institutions.The public can make complaints, provide
feedback, and share opinions on matters that are affecting them.As stated by Fekadu (2014),CC
is also very useful in achieving efficiency and accountability in the public sector. In a nutshell,
from the analysis of the data obtained through survey questionnaire, informants’ interview and
document review, it can be argued that AACA has adoptedsome of public administration reform
programs that were closely related to reform elements coined by Hood (1991) and these rubrics
of the reform programsmarked departure from rigid adherence to the Weberian bureaucratic

principles.

From the forgone analysis, despite the variation in the respondents’ view and the possible
disparities in the degree of practices of the reform programs, the most notable components of
NPM: (1) Result oriented performance management, (2) Greater emphasis on output controls, (3)
Competition, (4) Emphasis to the private style of management, and (5) Greater discipline on
resource use have been put into practice in AACA.However, it was not in a very comprehensive

and consistent manner. Besides, practicing NPM reform programs in AACA in no way is
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expected to be the same as the practices in developed countries. Thus, problems that are making
the reform practices slow and challenging are recognized in this study. The next section offers

emphasisto those factors that are impeding the exercise of NPM in AACA.

4.6 Factors Impeding NPMPractices in AACA

This section examines major difficulties encountered inpracticing NPM in AACA. In order to
identify these factors, a range of instruments such as survey questionnaire, informants’ interview
and secondary data were deployed. As it has been addressed inthe literature review section under
chapter two, NPM has been implemented in many countries across the globe since 1970.

Nevertheless, the success story is different.

As discussed in the preceding sections, AACAhas put in place NPM type reform programs since
the early 1990s to date (2016). However, in many cases, the practices are challenging and slow.
Many factors, therefore, have been accounted to this phenomenon. To say few about the factors
that were obstructing the practices of NPM, questions were asked to civil servantsin the survey.
The survey result seems to indicate that a significant number of employees feel that that multiple
factors are hindering the practices of NPM. As reflected belowin Table 4.5,204 (71.8%),
226(79.6%), and 198(69.72%) of survey respondents have identified lack of firm political
commitment,weak support from the bureaucracy, and inadequate material and financial
resourcesrespectively as important factors that are deterring the implementation of NPM in
AACA Likewise, lack of qualified personnel, absence of adequate trainingand weakmonitoring
and follow up from the reform leading institutions werereported tobe the most influential factors
that arecurtailing the effective implementation of NPM in AACA by 200 (70.42%), 197(69.4%),
and 182(64%) of respondents respectively.
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Table 4-5: Factors Halting the Implementation of NPM in AACA

No. Item Frequency | Percentage
1 | Lack of firm political commitment 204 71.8
2 | Lack of support from the bureaucracy 226 79.6
3 | Lack of material and financial resource 198 69.72
4 | Lack of qualified human resource 200 70.42
5 | Absence of adequate training 197 69.4
6 | Lack of monitoring and follow up from 184 64
reform leading institutions

Source: Field survey, December, 2014- May, 2015

Corborrating what is stated above, twoinformantsthe researcher interviewed in Bureaus of Trade
and Industry Development, and Road and Transport have expressed their concernwhile stating
the important factors that are obstructing the proper implementation of NPM in AACA. These
informantshave ascertained that, leaders lack important leadership competency revealed in their
knowledge, skill, vision and commitment required in the implementation of reforms. They have
emphasized the importance of producing leadership with the required knowledge, skill, and
attitude. An informantfrom Road and Transport Bureau further reported that weak diagnosis of
the existing practices and problems before embarking on reforms, absence of customization and
mere adoption of programs, negative attitude of employees in accepting changes fearing that the
effective implementation of NPM would reduce their administrative power and status are the

important factors that are deterring the effectiveness of the reform programs.

Two informants from Bureaus of Land Development and Management, and Road and Transport
explained that employees’ low level of self-development desire, inadequacy of inputs especially
capital intensive inputs and poor information technology infrastructure, lack of practical training
and inadequate supervision from reform leading institutions, poor working environment, poor
salary scale and reward mechanisms, the politicization of the reform agendas and the weak

participation of the citizens in government affairs and lack of citizens commitment in
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challenging service providers are among the important factors that are hindering the proper
execution of the reform programs. Many of the informants contend that citizens’ expectations of
quality service and efficient provision from the city administration arevery low. According tothe
majority of informants, the public believe that complaints against public service delivery by the
city administration are worthless and lack feedbacks. As a result, the reform programs that are
being undertaken in AACA have fewer opportunities to be realized fully on the ground. From the
above discussion, theintroduction of NPM does not guarantee the successful accomplishment of
the desired goals and objectives. It is rather important to give emphasis to those factors that are

possibly deterring the successful implementation of different reform programs.

4.7 Summary

This chapter discusses socio-economic, and historical background of AACA altogether with the
need for CSRPs. It has also briefly discussed post-Dergue public sector reforms.The chapter has
thrown light to the questions of whether there has been analteration of public administration from
the bureaucratic model to NPM in AACA. Results revealed that despite problems in practicing
the CSRPs programs effectively,many of the reformsthat have beenput in place in AACA
complywith Hood’s (1991) NPM model. However, the city administration is still struggling with
a number of problems and many factors are holding back the implementation of these reform

programs.

In assessing the factors that are potentially impeding the practices of NPM in AACA, the
following hasbeen identified as worth mentioning: lackof firm political commitment,absence of
competent leadership, weak diagnosis of the existing practices and problems before embarking
on reforms,challenge and lack of supportfrom the bureaucracy. scarcity ofmaterial and financial
resource, poor information technology infrastructure, shortage of qualified and competent human
resource, absence of adequate and practical training, poor working environment, poor incentive
and uncompetitive salary scale, lower participation of the public in government affairs, weak
culture of the citizens in challenging service providersand inadequatemonitoring and follow up

from the reform leading institutions.
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CHAPTER FIVE

THE CURRENT STATUS OF CIVIL SERVANTS’ ETHICS IN ADDIS ABABA
CITY ADMINSTRATION

5.1 Introduction

This chapter is aimed at examining the current status ofcivil servants’ ethics in AACA.In doing
this, institutional and legal frameworks that are governing employees’ and officials’ ethics are
highlighted. It depicts and tries to uncover unethical practices and undesirable
behaviorsprevailing in the city administration.In addition, the chapter discusses co-workers’ and
leadership ethics.It also briefly explains the challenges that are calling the attention of the city
administration’s decision makers and other stakeholders so as tocurb the undesirable behaviors in
the city. In order to analyze the ethics situations in AACA in general and leaderships’ and co-
workers’ ethics in particular, the researchermainly relied on employees’ survey, informants’ and
service recipients’interviews as well as workplace observation. The researcher also collected data

from written sources such as books, journal articles and various reports.

5.2 Institutional and Legal Frameworks Governing Civil Servants’ Ethics

The civil service is responsible for delivering timely, high quality and cost-effective services to
the public. To realize this, ethics infrastructures play paramount roles. As it is stated by OECD
(1996), political commitment, effective legal framework, efficient accountability mechanisms,
workable code of conduct, professional socialization mechanisms including training, supportive
public service conditions, the existence of central ethics coordinating bodies, an active civil
society which is able to act as watchdog over the actions of public officials or public
involvement and scrutiny are core elements of ethics infrastructure. Cognizant of this fact, in the
ethics components of the CSRPs, ethical code of conduct, ethics education and the establishment
of Ethics and Anti-Corruption organ were accentuated (Gebre and Melesse, 2014). In light of
this, the upcoming sections deal with code of conduct, Ethics and Anti-Corruption organs, and

ethics training in AACAInN a separate manner.
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5.2.1 Code of Conduct

This section presents and discusses issues related to Code of Conduct. It examines the
institutionalization of the code of conduct and its effectiveness in AACA. A code of conduct
functions as an internal document, regulating activities and decision-making process, encourages

public servants to be in line with mandatory and permissible conducts (Gundu, 2011).

As described by Fatile (2013), code of conduct is an indispensable weapon in the fight against
unethical behaviors such as indiscipline, corruption, slackness and abuse of public office. As the
Ethiopian CSRPs encompass all government institutions, AACA has also put the reform
programs in place. Besides, Addis Ababa is better suited to have well trained human resources
and better infrastructures (Mellors, et al., 2007). For this reason, it can put the CSRPs in general

and the ethics reform in particular into actions better than other regional states.

In the country, comprehensive code of conduct for civil servants is not yet endorsed by the
Council of Ministers as well as the HPR despite the preparation of the draft by the Ministry of
Civil Service (Ministry of Civil Service, 2010). Similarly, AACA do not adopt its own code of
conduct. Therefore, there is no any short cut modus operandi to build ethical and responsible
civil servants without fulfilling the necessary requirements. Formulation, adoption,and
communication of the ethical code of conduct for civil servants is an indispensable step in
transmitting the ethical values of organizations to members and impacting their behaviors
(Wotruba et al., 2001).

Informants were asked for their opinion on whether the study bureaus were adopted a code of
conduct or not. According to the responses obtained from informant interviews, AACA in
general and the study organizations in particular do not have code of conduct yet though they
have the mandate to prepare it. Therefore, it will make the efforts of the city administration
unproductive as organizations with a formal code of conduct are more likely to feel encouraged
and behave ethically than organizations without a code (Adams & Shore, 2001; Wotruba et al.,
2001).
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As to the researcher’s observation and review of different countries’ experiences such as Nigeria,
Kenya, and Uganda, comprehensive and national code of conduct for civil servants should not be
considered as lavishness for any nation. It is rather, a necessity and a means of regulating and
setting limits on the behavior of civil servants so as to make them responsive and ethical in their
official duties. However, in the Ethiopian context neither the Ministry of civil service nor
FEACC has prepared it to date (2016).

According to Sakyi and Bawole (2004), code of ethics is usually used interchangeably with code
of conduct. Nevertheless, the two are different. Code of ethics unlike code of conduct are
reasonably general and short documents, encouraging groups and individuals to display and
promote particular characteristics such as loyalty, selflessness, honesty, objectivity, probity,
integrity and so on. On the other hand, codes of conduct identify specific acts that must be either
adhered to or avoided. The intention of this chapter is neither to elucidate the differences
between code of ethics and code of conduct nor to discuss the ethics condition in Ethiopia rather
it is to draw attention to the ethics situation in AACA and to know on what basis malpractices of

public officials and employees are being judged.

AACA Civil Servants’ Proclamation No.6/2008 unambiguously elucidates that the city cabinet
shall issue detailed code of conduct regulations for civil servants without prejudice to the
provisions of Article 62 of this proclamation (AACG, 2008). However, there is no any code of
conduct yet. According to the researcher’s view and interpretation of the facts noted above, it is
AACA’s lack of commitment and negligence not to enact a law on the issue for about eight years
beginning from the time when AACA’s Civil Servant Proclamation No. 6/ 2008 is enacted to
date (2016).

What is stated above can convey a message that the fight against unethical practices in AACA is
not seriously taken. Therefore, it is cumbersome and unpersuasive to coat the weak political

commitment of AACA and very difficult to justify why couples of years are passed away.
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5.2.2 Ethics and Anti-Corruption Liaison Units

This section discusses issues related to Ethics and Anti-Corruption offices. This study found that
Ethics and Anti-Corruption liaison units are established in all study bureaus in AACA with the
objective of co-coordinating ethical issues. The Council of Ministers Regulation No.144/2008
enacted to provide for the functioning of ethics liaison units has stated that all public offices and
public enterprises are legally required to establish ethics liaison units.Key informants were also
asked if their bureau has ethics liaison office and an ethics officer responsible in managing
ethicsrelated issues. Unanimously, these informants have confirmed the presence of ethics

liaison offices/units in the institutions they are working for.

As stated in Regulation No. 144/2008, ethics liaison units are established to deal with ethics
issues, investigate working procedures that are susceptible to corruption, and strengthening the
anti-corruption struggle, andadvising the head of public offices and public enterprisesin the fight
against corruption. However, many of the informants believed that the ethics liaison units
established in various bureaus are weakly organized and lack the necessary resources, support
and independence from the executives. As the interview result showed, many of the ethics
officers neither have the capacity nor the commitment to enhance ethical atmosphere to the

desired level.
5.2.3 Training on Ethics

Informants were also asked for their opinion on whether training on ethics is given to employees
on regular basis or not and to what extent the training has impacted the employees’ behavior to
the desired level. In response to the questions, all informants confirmed that ethics training is
provided to employees and officials on regular basis in the organizations they are working for.
According to informants from Bureaus of Trade and Industry Development, and Micro and
Small Enterprises Development, Ethics liaison units are facilitating trainings on ethics in
collaboration with FEACC. An informant from Micro and Small Enterprises Development
Bureau further explained that Ethics liaison units are taking part a role in impacting employees’

behaviors positively by distributing different ethics related materials such as brochures,
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pamphlets, newspapers, and magazines. However, survey respondents have identified lack of
adequate training as a problem in the course of putting reform programs in place. Considerable
number 184 (64%) of employees have replied that insufficient training is one of the important
problems that are hindering the effective implementation of reform programs in
AACA Regarding the impact of the ethics training on employees’ behaviors, informants have
divergent views. Two informants from Capacity Building Bureau stated that there are positive
developments regarding changes in employees’ behavior due ethics trainings though a lot of
work is required in the future to reinforce the positive developments to the desired level. In the
contrary, an informant from Land Development and Management Bureau stated that the change
brought through ethics training is trivial and in most cases employees are not taking into account
what they have learnt from the training in their day to day work life. According to this informant,
ethics training, and ethics related rules and regulations are insufficient to create the necessary
ethical atmosphere and bring about the desired behavioral changes. According to this informant,
effective mechanism should be put in place to ensure the enforcement of rules, regulation, and

statutes.
5.2.4 Ethics Principles,and Employees’ Awareness

Responsible public agent should be able to account for her/his conduct; for example, to the
respective boss, to the public, to the court or to any other accountability institutions by
explaining both positive and negative outcomes of her/his duties. Ethics is absolutely essential to
satisfy different kinds of responsibilities. In addition, responsible public agents should be
equipped with ethics to get things done with others, to have better understandings of their own
commitment and serve the public at large ethically. Therefore, raising questions to know how far
AACA is committed in applying the ethics principles and familiarizing its employees with the
necessary ethical values is appropriate.

In Table 5.1 below, employee respondents were presented with a series of related questions in
order to map their level of awareness on the ethics issues and to better recognizewhether the
ethics principles are properly applied in AACA or not. According to survey result, 187 (65.85%)
of the respondents agreed that ethical standards are made clear to civil servants. Similarly, 194
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(68.3%), and 181 (63.7%) of them have agreed that ethical standards are reflected in the legal
framework, and management policies, procedures, and practices promote ethical conducts
respectively.More than half of the respondents 157 (55.3%) believed that human resource
management practices promote ethical conducts. Likewise, 173 (60.9 %) of them agreed that
appropriate procedures, and sanctions are existing. However, the practical applications of the rest

of ethics principles are poorly perceived by the respondents.

The finding above shows a mixed result.A fairly significant number of survey respondents
believed that almost fifty percepts of the ethics principles noted in Table 5-1 are being exercised.
Conversely, employees’ perception on the implementation of the remaining ethics principles is
lower than average. Thus, the analyses made above showed that AACA does not take the
implementation of many of the ethics principles very seriously. The failure of AACA to
meticulously apply all of the ethics principles will result in irresponsible public agents who are
not ethically equipped and less committed to maintain integrity in the course of discharging their

duties.

Table 5-1: Ethics Principles and Employees’ Awareness

No. Item Response Frequency | Percent | Cumulative
categories Percent
1 |Ethical Standards are made very Disagree 78 27.5 27.5
clear to employees. To some extent 19 6.7 34.2
Agree 187 65.8 100.0
Total 284 100.0
2 |Ethical standards are reflected in Disagree 45 15.8 15.8
the legal framework. To some extent 45 15.8 31.7
Agree 194 68.3 100.0
Total 284 100.0
3 |Ethical guidance is easily available Disagree 116 40.8 40.8
to all employees. To some extent 39 13.7 54.6
Agree 129 45.4 100.0
Total 284 100.0
4 | The system allows the employees Disagree 114 40.1 40.1
to know their rights and| To some extent 42 14.8 54.9
obligations. Agree 128 45.1 100.0
Total 284 100.0
5 |There is political commitment to Disagree 128 45.1 45.1
promote employees’ ethics. To some extent 59 20.8 65.8
Agree 97 34.2 100.0
Total 284 100.0
6 | Decision making processes in the Disagree 138 48.6 48.6
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No. Item Response Frequency | Percent | Cumulative
categories Percent
organization are transparent and| To some extent 43 15.1 63.7
open. Agree 103 36.3 100.0
Total 284 100.0
7 | Managers often promote and show Disagree 144 50.7 50.7
ethical conduct. To some extent 34 12.0 62.7
Agree 106 37.3 100.0
Total 284 100.0
8 | Management policies, procedures and Disagree 57 20.1 20.1
practices promote ethical conducts. To some extent 46 16.2 36.3
Agree 181 63.7 100.0
Total 284 100.0
9 |Human resource  management Disagree 85 29.9 29.9
practices are promoting ethical| To some extent 42 14.8 44.7
conducts. Agree 157 55.3 100.0
Total 284 100.0
10 | Appropriate procedures and Disagree 72 25.4 25.4
sanctions exist to deal with any| To some extent 39 13.7 39.1
kind of misconduct. Agree 173 60.9 100.0
Total 284 100.0

Source: Field survey, December, 2014- May, 2015

5.3 Leadership and Co-workers’ ethicsin AACA

In thissection, a series of interrelated questions were presented to employee respondents to
investigate their perceptions of leadership and co-workers’ ethics. Ethics for leaders and co-
workers is measured on the basis of the ethics values attached in the appendices section (See

appendix 3). The results obtained and the analyses made are presented below in separate manner.

5.3.1 Leadership Ethics

This section examines the views of employees on leadership ethics in AACA. Leaders who are
committed to ethical leadership are needed to foster an organizational atmosphere for ethical
practice. Elected as well as appointed officials in the civil service need to be exemplary of high
standards of professional and personal integrity. In order to understand the views of employees

on leadership ethics, a seriesof interrelated questions were asked.

As it is indicated in Table 5.2, the responsesobtained from survey show the presence of ethics
deficiencies on people who are entrusted with leadership positions. 130 (45.8%) and 137(48.2%)
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of the respondents have agreed that leaders are honest and can be trusted to tell the truth, and
keep their actions consistent with the stated values respectively.134 (47.2%) and 137 (48.2%) of
the respondents have also agreed that leaders arefair and unbiased when assigning tasks to
members, andcan be trusted to carry out promises and commitments.Similarly, 134 (47.2%) of
them have agreed that leaders insist on doing what is fair and ethical even in a difficult situation.
136 (47.9%), and 117 (41.2%) of them have agreed thatleaders are fair and objective when
evaluating members’ performance and providing rewards,and put the needs of others above their

own self-interests respectively.

It is rather easy to say that the majority of respondents choose either<disagree” or “to some
extent” or a combination of the two (disagree and to some extent)in response to the above
statedstatements.However, 192(67.6%) and 200 (70.4%) of survey respondents have agreed that
leadersoppose unethical practices to increase performancesandhold members accountable for
using immoral practices in their work respectively. Obviously, leaders are relatively in a better
position with reference to the above two ethics values that people in a leadership positions are
expected to respect.However, these cannotbe considered as an ideal type of behaviors.From the
responses stated above, it can be inferred that further efforts are requiredby AACA for better

enhancements of leadership ethics.

Table 5-2: Employees’ Perception of Leadership Ethics

No. Item Response Frequency | Percent | Cumulative
categories Percent
1 |She/he shows a strong concern for Disagree 110 38.7 38.7
ethical and moral values. To some extent 26 9.2 47.9
Agree 148 52.1 100.0
Total 284 100.0
2 |She/he Communicates clear ethical Disagree 88 31.0 31.0
standards for members. To some extent 40 14.1 45.1
Agree 156 54.9 100.0
Total 284 100.0
3 |She/he Sets an example of ethical Disagree 87 30.6 30.6
behavior in her/his decisions and| To some extent 49 17.3 47.9
actions. Agree 148 52.1 100.0
Total 284 100.0
4 | She/he is honest and can be trusted to Disagree 107 37.7 37.7
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No. Item Response Frequency | Percent | Cumulative
categories Percent
tell the truth. To some extent 47 16.5 54.2
Agree 130 45.8 100.0
Total 284 100.0
5 |She/he Keeps his/her actions Disagree 94 33.1 33.1
consistent with the stated values| To some extent 53 18.7 51.8
(“Walk the talk™). Agree 137 48.2 100.0
Total 284 100.0
6 |[She/he is fair and unbiased when Disagree 105 37.0 37.0
assigning task to members. To some extent 45 15.8 52.8
Agree 134 47.2 100.0
Total 284 100.0
7 |She/he can be trusted to carry out Disagree 94 33.1 33.1
promises and commitments. To some extent 53 18.7 51.8
Agree 137 48.2 100.0
Total 284 100.0
8 |She/he insists on doing what is fair Disagree 93 32.7 32.7
and ethical, even in a difficult| To some extent 57 20.1 52.8
situation. Agree 134 47.2 100.0
Total 284 100.0
9 |She/he acknowledges mistakes and Disagree 91 32.0 32.0
takes responsibility for her/him. To some extent 47 16.5 48.6
Agree 146 514 100.0
Total 284 100.0
Strongly Disagree 78 27.5 27.5
10 | She/he regards honesty and integrity| To some extent 45 15.8 43.3
as important personal values. Agree 161 56.7 100.0
Total 284 100.0
11 | She/he sets an example of dedication Disagree 81 28.5 28.5
and self-sacrifice for the| To some extent 56 19.7 48.2
organization. Agree 147 51.8 100.0
Total 284 100.0
12 | She/he opposes unethical practices to Disagree 52 18.3 18.3
increase performance. To some extent 40 14.1 32.4
Agree 192 67.6 100.0
Total 284 100.0
13 |She/he is fair and objective when Disagree 92 32.4 32.4
evaluating members’ performance| To some extent 56 19.7 52.1
and providing rewards. Agree 136 47.9 100.0
Total 284 100.0
14 | She/he puts the needs of others above Disagree 98 34.5 34.5
her/his own self-interest. To some extent 69 24.3 58.8
Agree 117 41.2 100.0
Total 284 100.0
15 | She/he holds members accountable Disagree 53 18.7 18.7
for using unethical practices in their| To some extent 31 10.9 29.6
work. Agree 200 70.4 100.0
Total 284 100.0

Source: Field survey, December, 2014- May, 2015
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For the remaining statements, closest to half of the respondentshave agreedthat leaders are often
practicing ethical behaviors. Almost, nearest to fifty percent of the respondents have disagreed
or/and have slightly agreed on the statements presented to the respondents. The results depicted
in the table above indicated the need for ethical leaders in AACA. As leaders become more
ethical, better service delivery can be fostered. The responses obtained further revealed that the
leadership in AACA is lacking ambition for high ethical standards and without such leadership,

subordinates will have little courage or motivation forbetter change.

Similar problems have also been reported by some of the informants. Corroborating what is
stated above,two informants, whom the researcher met in Addis Ababa at Bureaus of Micro and
Small Enterprises Development, and LandDevelopment and Management have expressed their
concern stating that “Many people who are engaged in managerial or leadership positions at
different echelons of AACA often exhibit undesirable behaviors.”The same informant from Land
Development and Management Bureau has further explained undesirablebehaviors of leaders.
Failure to apply governmental rules and regulations or unfair enforcement of laws and
regulations, using organizational asset for personal benefit, stealing and abusing working times,
receiving bribes and gift takings, violation of appointment schedules with service recipients and

discriminatory treatment of employees and service recipients are among the problems noted.

5.3.2 Co-workers’ Ethics

As it is shown below in Table 5-3, a series of interrelated questions were presented tothe
employees so as to appraise respondents’ perception of co-workers’ ethics. A significant number
of respondents 211(74.3%) have acknowledgedthat co-workers or fellow employees do respect
the rule of law in the performance of their duties. On the contrary, 48 (16.9%) of them disagreed
that coworkers do respect the rule of law in the performance of their duties; whilea small number
of respondents 25 (8.8%)have agreed a little bit. They asserted that employeesin AACA give due

respect to the rule of law and its enforcement by the coworkers is relatively better.

In an attempt to know whether the coworkers are impartial in the performance of their duties or
not, 169 (59.5%) of the respondents felt that coworkers are impartial in the performance of their
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duties.In the contrary, 75 (26.4%) of them claimed that coworkers are not impartial in the
performance of their duties,and 40(14.1%) of them have scantily agreed. Thus, respondents’
perception of coworkers’ impartiality in doing their own job is fairly positive. However, the
desired level of behavior is not yet achieved.It rather showedimpartiality deficiencies on the

coworkers’ side.

Survey respondents were also asked for their opinionon whether the co-workers often
demonstrate loyalty in the performance of their duties or not. 185(65.1%) of them have agreed
that they often demonstrate loyalty in the performance of their duties. In contrast, 57(20.1%) of
them indicated their disagreement on the same statement and41 (14.4%) of them have agreed a
little bit. The above survey result ensures that coworkers’ loyalty in the performance of their
duties in AACA is quite good. Nonetheless, the responses suggested us the presence of
disloyalty. Therefore, AACA should work more to make the administrative staff more loyal to

their work as well as to the public at large.

When it comes to the statement that coworkers are open and transparent in discharging their
duties, 187 (65.8%) of them have expressed their agreements. Conversely, 61(21.5%) of them
thought that coworkers are not open and transparent in discharging their official duties; while,36
(12.7%) of themhave slightly agreed.The result indicated the need for more coworkers’
transparency and openness in discharging their official duties. Precisely, ethical delivery of
public service can be achieved only when civil servants accomplish their duties and make

transparent and open decisions.

The next question focused on the integrity of coworkers. 204 (71.8%)of survey respondents
haveagreed that the coworkersoften demonstrate integrity in their work.However, 47 (16.5%) of
themdo not agree that co-workers demonstrate integrity in their work. 33 (11.6%) of them have
agreed a little bit. This shows that status of co-workers’ integrity is moderately good. And the co-
workers are aware of their moral obligations to the organizations they are working for and to the
public at large. However, it is hardly possible to deduce that those employees do not have

integrity problems.
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The next point of enquiry was focused on the professionalism of the coworkers in the
performance of their duties.186 (65.5%) of the respondents have agreed that coworkers are
performing their duties professionally. In contrast, 54 (19%) of them interestingly thought that
co-workers are not discharging their duties in a professional manner;while,44(15.5%) of them
have slightly agreed. It would mean that professionalism of coworkers is reasonably in a good
situation. It could not be denied; however, more effort is required to make professional

performances of employees in AACA better.

A question was presented to employee respondents with the aim to learn their perception about
employees’ respect towards others. The survey result shows that 197 (69.4%) of the respondents
have agreed that co-workers often givedue respect to citizens and fellow civil servants. In
comparison, 41 (14.4%) ofthem haveexpressed their disagreement; while, the smallest portion
46(16.2%) of respondents have agreed a little bit. This presupposesthat co-workers are better in
respecting and treating citizens and colleagues.Honesty was the next question raised to the
respondents. 165 (58.1%) of themhave agreed that co-workers are honest in the performance of
their duties.Conversely, 59(20.8%) of them have expressed their disagreements on the same
questionand 60 (21.1%) of them have scantily agreed.The data reveal that more of the co-
workers are honest and sincere in handling their official duties and responsibilities though the

desired level of honesty is not yet achieved.

The other question the researcher posed to the respondents was whether the co-workers give
priority to the public interest. 132 (46.5%) of them haveagreed that the co-workers often give
priority to the public interest than their own. Nevertheless, 79(27.8%) of them do not think that
coworkers often give priority to the public interest than their own.73 (25.7%) of them have

slightly agreed.

The above survey result overtly communicates the presences of ethics deficiencies. Undoubtedly,
morality demands service providers to work toward the wellbeing of the public than focusing on
one’s own interest.Accordingly, private interest should be subordinate to the interest of the

public. In case of conflicts betweenpublic and service providers’ interest, priority must be given
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to the public interest or to the common good of the public. Therefore, to enable civil servants
make the right decisions that respectindividual’s rights as well as the public at large, there is an

immense work required from AACA.

The researcher also forwarded aquestion to know the views of the respondents on the neutrality
of the co-workers while doing their job. Closest to fifty percent of them, that is,139 (48.9%) of
the respondents have agreed that the workers are neutral in the performance of their duties;
while, 70 (24.6%) of them have expressed their disagreements. 75 (26.4%) of them have slightly
agreed. The result above showed that parts of the co-workers are not neutral in discharging their
duties. Civil servants are supposed to be politically neutral in carrying out their duties. Besides,
they should not assume the role of politicians as well. When civil servants let their own political

stances stumble their neutrality, ensuring ethics in the public service will become difficult.

The researcher also asked respondents to know their opinion about co-workers’ adherence to
clear standards that are just and reasonable. In response, 180(63.4 %) of them have agreed that
co-workers often adhere to clear standards that are just and reasonable. Conversely, 53 (18.7%)
of them have disagreed and 51 (18%) of the respondents have slightly agreed. Ethical principles
are determined by one’s compliance with moral values. As expressed by Garofalo, et
al.(2001),deontological ethical principles explain that right actions are based on the obligation to
adhere to moral principles. The above survey result portrays that employees are fairly adhering
to ethical standards that are just and reasonable. However, the desired results are not yet

achieved.

Survey respondents were asked whether co-workers in their own institutions hate corruption and
theft very much. Closest to fifty percent of the survey respondents,140 (49.3%) haveagreed
thatco-workers hate corruption and theft very much. Conversely, 80(28.2%) of themfelt that the
co-workers do not hate corruption and theft very much. Only64 (22.5%) of them have agreed to a
small degree. Hence, the above survey result indicated the prevalence of corruption and theft in
AACA. This shows an exercise of official power by service providers against the public

interestsand abuse and misuse ofpublic offices and public properties for private gain.
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This study also posed a question to respondents so as to knowthe effectiveness and efficiency of
co-workers in the performance of their duties.In response, 176(62%) of them have agreed that
co-workers discharge their duty effectively and efficiently. However, 59(20.8%) of the
respondents do not think that coworkers are effective and efficient in the performance of their
duties. Only 49(17.3%) of them have agreed a little bit. The analysis reveals thatthe effectiveness
and efficiency of co-workers in AACA are at moderate level of performance. Evidently, the
responses also revealed effectiveness and efficiency defects. Therefore, in order to reinforce
effectiveness and efficiency of the administrative staffs, more effort is required from AACA.

The majority of respondents have agreed onmany of the statements presented to them, but with
lower percentages. Respondents who have agreed that co-workers give priority to the public
interest than their own 132 (46.5%) are below fifty percent. In addition, those who have agreed
that co-workers are neutral in the performance of their duties, and hate corruption and theft very
muchconstitute 139 (48.9 %),and 140 (49.3%) respectively.Besides, overfifty percent of
respondents’agreements on the proposed statements do not meanthat coworkers’ ethics isbest
and to the required standard. The figures and percentages rather communicatethe need for further
improvement of their behaviors. To sum up, encouraging employees to act ethically is a

preventive measure to hold or keep back undesirable behaviors in AACA.

Similarly, service users and informants have also been asked for their opinion on civil servants’
ethics in AACA. Service recipients, whom the researcherinterviewed in Addis Ababa at Bureaus
of Land Development and Management, and Road and Transport, have expressed their concern
statingthat“Some civil servants have ethics deficiencies and they often consider themselves as
master than servant.” As to these service recipients, lack of transparency, partiality, corruption,
and failure to give due respect to service recipients are some of the unethical behaviors often
exhibited in AACA. Informants, whom the researcher met in Addis Ababa at Bureaus of Land
Development and Management, Capacity Building, Micro and Small Enterprises Development
and Road and Transport have also substantiated the prevalence of the problemsstated below(see

the detail under section 5.4).Hence, service recipients and informants have similar opinion about
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the existence of undesirable behaviors of AACA’s civil servants though it is not exactly the
same.

Table 5-3: Employees’ Perception of Co-workers' Ethics

No. Item Response categories | Frequency | Percent | Cumulative
Percent

1 | They do respect the rule of law in Disagree 48 16.9 16.9
the performance of their duties. To some extent 25 8.8 25.7
Agree 211 74.3 100.0

Total 284 100.0
2 |They are impartial in the Disagree 75 26.4 26.4
performance of their duties. To some extent 40 141 40.5
Agree 169 59.5 100.0

Total 284 100.0
3 | They often demonstrate loyalty in Disagree 57 20.1 20.1
the performance of their duties. To some extent 42 14.8 34.9
Agree 185 65.1 100.0

Total 284 100.0
4 | They are open and transparent in Disagree 61 21.5 21.5
discharging their duties. To some extent 36 12.7 34.2
Agree 187 65.8 100.0

Total 284 100.0
5 |They often demonstrate integrity Disagree 47 16.5 16.5
in their work. To some extent 33 11.6 28.2
Agree 204 71.8 100.0

Total 284 100.0
6 |They perform their duties Disagree 54 19.0 19.0
professionally. To some extent 44 155 34.5
Agree 186 65.5 100.0

Total 284 100.0
7 | They often give respect to citizens Disagree 41 14.4 14.4
and fellow civil servants. To some extent 46 16.2 30.6
Agree 197 69.4 100.0

Total 284 100.0
8 |They are honest in the Disagree 59 20.8 20.8
performance of their duties. To some extent 60 21.1 41.9
Agree 165 58.1 100.0

Total 284 100.0
9 |They give priority to the public Disagree 79 27.8 27.8
interest than their own. To some extent 73 25.7 53.5
Agree 132 46.5 100.0

Total 284 100.0
10 |They are neutral in the Disagree 70 24.6 24.6
performance of their duties. To some extent 75 26.4 51.1
Agree 139 48.9 100.0

Total 284 100.0
11 |They often adhere to clear Disagree 53 18.7 18.7
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No. Item Response categories | Frequency | Percent | Cumulative
Percent
standards that are seen as just and To some extent 51 18.0 36.6
reasonable. Agree 180 63.4 100.0
Total 284 100.0
12 |They hate corruption and theft Disagree 80 28.2 28.2
very much. To some extent 64 22.5 50.7
Agree 140 49.3 100.0
Total 284 100.0
13 |They are efficient and effective in Disagree 59 20.8 20.8
the performance of their duties. To some extent 49 17.3 38.0
Agree 176 62.0 100.0
Total 284 100.0

Source: Field survey, December, 2014- May, 2015

5.4 Unethical Behaviors in AACA

Unethical behavior is comprehended as deviance from the right conduct. It is breaking one or
more of the behavioral standards which define civil service’s operation(Nastase, 2012).The
problems of ethics in public bureaucracy connote a situation where by civil servants individually
or collectively use the positions entrusted to them in a manner contrary to the public confidence
and trust (Kwaghga & Beatrice, 2013). According to Solomon (2013), the Ethiopian civil service
is knotted with accountability and transparency problems.

Likewise, unethical practices also remain the major challenges confronting AACA. From the
work of Atikilt(2015), nepotism, corruption, using political power for self-enrichment,
conducting employees’ recruitment, promotion and career development on the basis of political
party loyalty and loyalty to the individuals in power, corruption inemployment and the provision
of contracts, lack of commitment, transparency and accountability, and the prevalence of weak
discipline are some of the unethical conducts manifested in AACA. Similar types of civil
servants’ and officials” malpractices in AACA are also stated in the document entitled
‘Developmental State Civil Service Building and the fight Against Rent Seeking’. According to
this document, there are civil servants who are stealing or appropriating resources. Some civil
servants and officials embezzle government funds and demand bribes from service recipients or
clients (FDRE, 2012). Especially, the deliberate delay or denial of services, extorting payments
in exchange for expediting and shortening process or approving permits and disregarding
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complaints from the public, and doing personal businesses during official working times are

some of the important problems identified.

Substantiating what is stated above, AACA’s good governance booklethas depicted
variousunethical behaviors inthe city (AACA, 2015). Absenteeism from work, disrespecting
service recipients, using office hours for personal benefits, partialityand open request for bribe,
using public property for personal benefits, failure to provide timely service to service recipients
are identified as the most common undesirable behaviors in Land Development and Management
Bureau.Similarly,rent seeking, discriminatory treatment among trade communities and renewal
of trade license without the fulfillment of the necessary requirements are few of the unethical

practicesrecognized in Trade and Industry Development Bureau.

Likewise, various undesirable practices are also identified in Road and Transport Bureau. As
pointed out by the booklet noted above, provision of quality assurance certificate in the absence
of vehicles, provision of driving license in the name of deceased, asking bribe and kickbacks in
exchange for services, abusing office hours, regular absence of executives from office and

violating scheduled appointments with clients are among the problems observed.

In the survey questionnaire, employees were asked about the most common ethics problems that
they are experiencing in the organization/s they are working for and how these problems
manifested. Figure 5.1 below revealsthat civil servants in AACA very often breach the following
ethical values: (1) Rule of law, (2) Impartiality, (3) Loyalty, (4) Respect for people, (6)Hating
Corruption and theft, and (7) Integrity. Discussions and analysis for each of the unethical
behaviors is presented below Fig.5.1 in separate headings. In addition to survey responses,
information acquired from key informants, interview with service recipients, observation and

document analysis are included in the analysis.
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Figure 5-1: Common Ethics Problems in AACA
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Source: Field survey, December 2014- May, 2015

5.4.1 Disrespecting Rule of Law

Rule of law is recognized globally as one of the important elements of good governance (Adem,
2012). It is the extent to which public agents and citizens are governed and act consistently with
the law(Apaza, 2007). As stated by Mukoro (2003), rules and regulations are established in order
to ensure that organizations are moving in the right directions and in accordance with the set

objectives and goals.

As it is stated by Nwokocha andUrmadu (2012), in order to achieve organizational objectives
and deliver public service effectively and efficiently, service providers have to function with
bodies of rules and regulations. Restrictions are included in many countries’ constitutions and
legislations with the intention of imposing limits on governments as an aspect of public
accountability and responsiveness (Beckett, 2010).The FDRE Constitution is also established
and promulgated with the objective of building a political community founded on the rule of law

(Adem, 2012). However, as to the participants of this study, doing one’s own duties without due
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respect to the rule of law is a common phenomenon in most of the study bureaus despitethe

constitution and other proclamations of the FDRE Government and AACA.

As it is depicted in Fig.5.1 above, considerableportions that is 198 (69.72%)of surveyrespondents
have corroborated thatlack of attention to the rule of law is one of the common ethics problems
in AACA. In principle, the supremacy of the constitution and other proclamations must be
accepted and respected by all government officials and the citizens at large. Nevertheless, acts

have been observed above the rules enacted and promulgated.

Informants, whom the researcher interviewed in Addis Ababa at Bureaus of Capacity Building,
Land Development and Management, and Micro and Small EnterprisesDevelopment have
acknowledged thatAACA has several legal and quasi-legal instruments and watchdog institutions
established to ensure ethics and accountability. However, individuals often breach rules passed
and promulgated by authorized bodies.The same informant from Land Development and
Management Bureau further stated that despite a lot of efforts and modest achievements in
curbing the violations of rules and regulations in AACA, problems are still continuing. The
majority of service users whom the researcher interviewed have also expressed their concern
about civil servants and officials violating the rule of law during provision of services to the
public.

5.4.2 Partiality

Public agents are expected to treat people equally and fairly. The FDRE constitution, article 89
(2) stated that the government has the duty to ensure that all Ethiopians are provided with equal
opportunity. However, according to survey responses, preferential treatment of peopleexists in
AACA.173 (60.1%)of the respondents revealed the presence of partial treatment of people in
AACA. Many of respondents explained that discriminatory treatment on people is made based
on ethnicity, nepotism, bribe, or political affiliation. Some of them have also stated, management
positions are overwhelmed by politically appointed officials and unofficial discriminationsalso

surpass among the AACA employees. As to these respondents, authorities unjustifiably place
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people in different positions for reasons that do not have relationship with the employees’

qualification and performance.

Equality of employees is clearly stipulated in the FDRE constitution, article 89(2),in the FDRE
Government civil servants’ proclamation (Proclamation No. 515/2007), in AACA civil servants’
proclamation (Proclamation No0.6/2008), and in AACA’s permanent employees’ recruitment
guidelines (AACA, 2009). The responses above, however, implythat despite the availability of
legal provisions which guarantee the equality of civil servantsand unwanted political

interference, in practice, provisions has been compromised.

As indicated bysome of survey respondents, one of the important reasons for partial treatment of
employees in AACA is political inclination. As they explained, employees affiliated to the ruling
party have a better chance for promotion, appointment, and training opportunities than
employees who are neutral or belonging to opposition political parties. These respondents added
that the politicization of human resource management process and disregarding the significance
associated with job description, job specifications and job performance in the recruitment and

promotion decisionsare becoming overt and regular phenomena.

In order to understand their views, informants were asked if they know the very existence of the
problem stated above. Two of the informantswhom the researcher interviewed in Addis Ababa at
the Bureaus of Micro and Small Enterprises Development, and Trade and Industry Development
havecorroborated the existence of theproblemscited above. According to these informants,
political membership can be used as a cover for discriminatory treatment of staff in AACA.
However, they expressed their concern stating that fewindividuals may discriminate people for
their own personal advantages though the FDRE Government as well as AACA has set
clearlybiased acts as illegal.According to an informant from Micro and Small Enterprises
Bureau, if the aggrieved persons are strong enough to challenge the prejudice made
againstsomeone, there is the possibility of correcting the misconducts. Similarly, an informant
from Capacity Building Bureau added that if someone is proved to be discriminatoryin treating

people on political as well as on any other illegitimate basisand conflicting with job
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requirements, there will be legal support to take appropriate and corrective
actions.Thisinformantfurther explained that when poorly performing and illegitimate people are
denied positions for which they are applied for, there is the culture of associating every
assignment with ruling party belongingness and politicaloutlooks.On the other hand, the
informants abovehighlighted the need to work more to make the civil service professional and

independent.

In line with the above argument,Paulos (2001), has substantiated the pervasiveness of political
patronage in appointment and promotion of staff in the country. According to him, in Ethiopia,
politicians and top bureaucrats are mostly the same. Nearly all top bureaucrats secure managerial
positions because of their political ties with the ruling party.If top bureaucrat positions are
reserved for the ruling party members or for those who have strong ties with the party in power,
arbitrary decisions anddiscriminatory acts are expected because administration and
administration affairs are captured by politicians.Indeed, a person who is recruited in the civil
service through patronage system sees nothing abnormal to do the same thing in the public
service as her or his predecessors did.

Likewise, Gebrerufael and Yohannes (2014), have stated that an employee who is able to
impress a political appointee in his/her political view or activity will be easily recruited for an
opportunity eventhough he or she is otherwise unqualified. In this regard, political
commitmentbeyond promulgation of rules and regulations is decisive for having better
administration.Birhanu and Vogel (2006),expressed their concern stating that “partisanship and
spoil system lead to unique brand of rent seeking among government officials in Ethiopia.” They
explained that recurrent charges of wrong doing by the government have proved the existence of
spoiled system. Therefore, despite an attempt to associate the problems with individuals, the
views of the above informants seem far from denying the reality on the ground. Clearly, their

response validated thatdiscrimination among people on political basis is continuing in AACA.

Patronage toMarshal (1977) and Schuster (2014)refers tothe unrestricted power to hire and fire,

recruit, promote and pay public personnel on the basis of their support to the politicians in
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power. They explained that a patronage bureaucracy is an instrument to facilitate political
survival of the party in power. Therefore, the practice cited above is not an exception to be called
a patronage. It violates the FDRE and AACA’s civil service recruitment and promotion laws and
it is not in agreement with article 89 of the FDRE constitution as well as the already accepted

merit principle.

The Federal Civil Servants’ Proclamation No.515/2007 in general and the AACA Civil Servants’
Proclamation N0.6/2008 in particular unequivocally state that merit principle is imperative and
should be respected. As perthese proclamations, civil servants’ recruitment shall be made on the
basis of applicants’ qualifications and merits (AACG, 2008; HPR, 2007).Besides, there shall be
no discrimination among job applicants or civil servants on the basis of ethnicity, sex, religion
and political outlook. However, due to the problems stated above and poor implementation of the
proclamations, many employees remain dissatisfied. In order to improve the performance of

AACA, reduction of the increasing political intrusion of the administration is helpful.

There is no doubt that violation of the merit principles in any nation or organization will lead to
ineffectiveness and inefficiency.Adebabay (2011), at the United Nations panel discussion on
capacity building held in Addis Ababa,stated that many of the merit principles are adapted to the
Ethiopian Civil Servants’ Proclamations. He explained that, having the right principles by law is
the cornerstone of any professional civil service; however, encroachment of these principles
leads to ineffectiveness. Although the civil service law, AACA Civil Servants’ Proclamation
No0.6/2008 and the FDRE constitution do not require civil servants to be necessarily members of
the ruling party, in practice,many posts are held by party members and loyalists.

Added to these, there are acts of favoritism and preferential treatment among service recipients
especially at some stages in the provision of services. Needless to mention, public institutions
must not to be discriminatory during the provision of services to service recipients; rather, civil
servants should serve the public equally and in a friendly manner. Therefore, employees have an

obligation to live up to these expectations. However, as to the responses obtained from the
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survey, informants and service recipients, people discriminate citizens on the basis of different

criteria such as economic background, ethnicity, religion and willingness to give bribe.

Informants, whom the researcher met in Addis Ababa at the Bureau of Road and Transprot, Land
Development and Management, Trade and Industy Development, Capacity Buildinghave
emphasized the presence of employees who are discriminatingservice recipientsduring the
provision of services on different basis. According to an informant from Land Development and
Management Bureau, the most predominant criterion for discrimination is money or unofficial
payment.Similarly, twoservice recipientsfrom Road and Transport Bureau stated firmly that “As
long as service recipients are willing to give bribe tothose service providers who in need of it,
they can get the required services easily.” The data show that, regardless of social, economic and
ethnic background, the abilityand willingness to pay unofficial payment (bribe) will provide

them the chance to get better service.

Service recipients of Land Development and Management bureau interviewed at Addis
Ababahave also expressed their concern while stating, “Corruption problem in Land
Development and Management Bureau is the worst of all that they have experienced ever.” As to
these service recipients, there are occasions when they are openly asked by service providers to
pay money for the services that the establishment of the organizations is justified.One of the
service user in the same bureau added that some officers who gain control of important positions
often do not see the authority entrusted to them as an opportunity to serve the interest of the
public rather they see it as a route to accumulate wealth for themselves as well as for their family

and relatives.

Most of the interviewed service recipientshave lost confidence in the institution charged with
Land Development and Management. It is often very difficult to get timely service unless their
demand for bribe is answered. As to theseservice recipients, employees and officials get into the
habit ofholding back all papers until unofficialpaymentis made. They can even keep the issue
unsolved for more than a year or sometimesfor couples of years. Notably, inthe case of

corruption, there is already established strong network across corrupted employees and the
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nearby and upper level managers. In other words, there are managers who often give cover,
protection and security to corrupted employees and vice versa. These service recipients believed
that they would not be protected from potential harassments as well as losses if they reported the
corruption practices.

Many of the informants from Bureaus ofLand Development and Management, Capacity
Building, AACA’s municipal Ethics and Anti-Corruption office have confirmed the rent seeking
behaviorsthat have been observed in Bureaus of Land Development and Managementand Road
and Transport. According to them, the main reason for corruption to be peculiar in Land
Development and Management Bureau is the very nature of business itself. Thisvery peculiar
nature ofthe land makes the bureau very vulnerable to corruption as compared to others.Land
Development and ManagementBureau’s periodicalreports have also acknowledged the
prevalence of theproblems noted above. In the document entitled as two years strategic and three
years growth and transformation plan evaluation report, rent seeking behavior, misinterpretations
of policies, rules and regulations, lack of work initiations and commitment, weak service
provisions to the public, and holding back deliberately service recipients’ files and records to get
unofficial payment are among the misbehaviors reported by Land Development and
Management Bureau (AACALDMB, 2012).

The study conducted on corruption perception surveyin which AACA was part of it has also
substantiated the problems discussed above(K | L, 2012). In this study, offices responsible for
land allocations are rated as one of the institutions where corruption was reported to be
widespread.In addition, the study conducted by the World Bank described Land Development
and Management Bureau as the most corrupted (Plummer, 2012). Despite the scope and
magnitude of the problems, unethical practices are very common in many of the Bureaus in
AACA.

As it is revealedby the Ministry of Public service and Human Resource Management, and center
for policy research study, rent seeking behavior, hiding and holding back service recipients’

documents and conducting technical investigation in the absences of vehicles are among notable
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problems in AACA’s Road and Transport Bureau. Besides, absence of appropriate document to
fight undesirable behaviors, poor implementation of rules and regulations,absence of just and fair
service to users, provision of driving license in exchange for bribe and illegitimate network and
benefit sharing with driving license training institutions or certifying of theseinstitutions
disregarding the necessary requirements are among the problems reported in the study (AACA,
2015).

Likewise, theabove study further explained theprevalence of related problems in Trade and
Industry Development Bureau. Notably, rent seeking behavior, lack of transparency and
accountability, unnecessary intervention of authorities, failure to implement rules and regulations
equally to all trade communities are among the problems cited. In addition, weaknesses
inmonitoring and correcting defective rules and procedures, threatening service recipients and

lack of public servants’ mentality are identified as important problems.

5.4.3 Disloyalty

The loyalty of the civil servants is vital to any organization even other than the civil service.
Loyalty refers to truthfulness of employees to their institution(Beetseh, 2014). Loyalty to an
organization importantlyaffects productivity, management practices, and accountability(Quill,
2009). Beetseh (2014) further added that respecting or disrespecting loyalty principle by civil
servants determines the opinions and images of the people about the government. Cognizant of
what is stated above, AACA civil servants’ proclamation has explicitlydepicted the need for the

loyalties of civil servants.

As per proclamation N0.6/2008, Article 62(1), any civil servant shall be loyal to the public and
the constitution(AACG, 2008). However, survey responsesilluminate that some civil servants are
not loyal to the institutions as well as to the public at large. 191 (67.3 %) of them in the survey
expressed their agreement to the proposition that untrustworthiness or disloyalty is one of the
most common unethical behaviors observed inAACA.Informants and service recipients were
also asked for their opinion on the loyalty of service providers. In much the same manner as the

survey response, informants and service recipients, whom the researcher met in Addis Ababa at
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Bureaus of Land Development and Management, Road and Transport, and Trade and Industry
Development have also agreed on the existence of the misbehaviorpointed out above. According
to them, individuals often behave unethically and act against the interestof the public and the

organization they are working for.

Informants in the above-mentioned bureaus have agreed on the abuse of official time to a
various extent and the use of public resources for private gain. They explained that such kind of
problemcannot represent the majority of the employees though its existence cannot be

denied.The other ethical deficit discussed and analyzed below is corruption and theft.

5.4.4 Disrespecting People

Respecting people and developing courteous behavior are the fundamental values required by all
government officials in dealing with the public in general and colleagues in particular (Kwaghga
& Beatrice, 2013). However, according to the research participants such as civil servants,
informants and service recipients, some employees and officials are behaving in unpleasant way
and use abusive languages towards service users and to the employees themselves. They further
explained that many civil servants tend to treat citizens not as clients, but as subjects that are
dependent on their power and discretion. Moreover, some service providers often use
disrespectful words and show unwillingness to assist service recipients when needed. The
researcher through observation has also witnessed those individuals who are mistreating service
recipients during service provision times. These types of misbehaviors are very evident

especially in Bureaus of Land Development and Management, and Road and Transport.

As revealed in Fig. 5.1, 184 (64.8 %) of respondents witnessed the violation of the principle of
respect and courteous behaviors. This author has also witnessed this type of unethical behavior in
some Bureaus. Informants, whom the researcher met in Addis Ababa at the Bureaus of Land
Development and Management, Road and Transport, Capacity Building, AACA Municipal
Ethics and Anti-Corruption office have also confirmed the violation of the principle of respect

and courteous behaviors especially during the provision of services to service recipients.
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However, two informants from Capacity Building Bureau emphasized that individuals with this
kind of behavior will not represent the majority of the employees in AACA. They have also
criticized service recipients. As they have stated, whenever civil servants show rude behaviors
towards service users, their effort in bringing the case to the concerned bodies and the culture of
confronting the misbehavior are very weak. Hence, persistence of this problem becomes a
reality. Two service recipients, whom the researcher met in Addis Ababa at the Bureaus of Land
Development and Management, and Road and Transport have also verified the prevalence of the
problem mentioned above. According to them, some individuals do not give due respect to the
public. They explained that management’s commitment in regulating and correcting the
misbehaviors of these employees is very not very strong. The researcher has also witnessed the

existence of the problems stated above in AACA.

The above malpractices reflect serious deficiency in ethics management. Such deficiencies are
perhaps the result of weak control over various misconducts and a growing sense of unfairness
and non-compliance with rules and regulations enacted. The existence of rules and procedures
are not enough to have a civil servant with desired behaviors. The success of AACA in general
and the study bureaus in particular depends on fair, impartial and genuine enforcement of rules

and procedures.

5.4.5 Corruptionand Theft

Corruption is a major ethics problem in public sectors (Sebola, 2014).The problem is widespread
in many countries across the globe. Ethiopian concern about corruption was manifested in the
early 1990s though it was not institutionalized during that time (Larbi,2001).To this end, the
FDRE Government and AACA have embarked on a fight against corruption. Over media, at a
conferences and seminars, at higher education institutions and schools, efforts are being exerted

against this great societal disorder.

Corruption as a problem is severein countries where institutions such as the legislatures and the
judiciaries are weak, when rule of law is not rigorously observed and applied, where patronage

system becomes persistent and the independence and professionalism of the public sectors is
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eroded (Lawal, 2007). Civil servants in the survey felt that accepting bribe is often observed in
AACA. As it is depicted in Fig. 5.1, a considerable portionof them233 (82%) have replied that
corruption and theft is a common unethical practice in AACA.Corruption in AACA is not only

felt by survey respondents, but also by service recipients and key informants.

Service recipients who were interviewed on the prevalence of this problem in Addis Ababa at
Bureaus of Land Development and Management, Road and Transportexpressed their
concernfirmly statedthat “Civil servants in AACA misuse and abuse their official positions
frequentlyfor aggrandizement of their personal interests through corruption and bribe.”
According to them, corruption is prevalent though the act is prohibited legally. Asone service
user from Land Development and Management Bureau emphasize further, in most cases, it is
very difficult for service recipients to exercise their right as service recipient without spending
unreasonable and unjustifiable time or without bribing the officers. He added that it is hardly
possible to get service right the first day and easier said than done to get the appropriate service

within required days.

Similarly, informants were also asked about the existence of corruption and theft problems in
AACA Al of theinformants, whom the researcher met during the interviewhave agreed on the
existence of corruption and theft problems in AACA. However, their perception of corruption in
AACA is not as worse as that of the perception of service recipients.As to these informants’
view, there are individuals who are using or abusing public offices for personal gain or
enrichment through bribe and gift taking. However, it is hard to arrive at a blanket conclusion

anddifficult to put all service providers in the same basket.

Transparency Ethiopia (TE) has also substantiated the views of the survey respondents and
service recipients. AstoTE (2008), corruption is becoming a serious problem in AACA.
According to it, bribery has become the norm to get things done in AACA. AACA’s two budget
years’ development and transformation planreport have also corroborated what is stated above.
According to AACA (2006), despite thepositive achievements registered, corruption isstill
unsolved in many of AACA’s Bureaus. Taking unreasonable time periods for providingservices

to service recipients, deliberatedelaying of decisions even by hidingservice recipients’ files,
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giving service in exchange for bribe and needlesslobbies are some of the manifestations of

corruption.

5.4.6 Integrity

Civil servants hold their office in trust and they shall not use public office for private gain.
Holders of public office should not put themselves under any financial or other obligations that
may seek to influence them in the performance of their official duties. They should also avoid
conflict of interest and preferential treatment among individuals as well as organizations.
However, as it is depicted in Fig 5.1, at about half of survey respondents 146 (51.4%) have
identified the violation of the principle of integrity as one of the misbehaviors often exhibited in
AACA. When public servants honestly exercise this desirable behavior, ethics problems can be
reduced. The above figure, however, shows that the quality of being honest and having strong
moral principles is found to be unsatisfactory among civil servants in AACA. Key informants,
whom the researcher met in Addis Ababa at Bureaus of Land Development and Management,
Construction and Housing Development, and AACA’s Municipal Ethics and Anti-Corruption

office have also acknowledged the existence of the problem in AACA.

5.4.7 Factors that are Contributingto the Existence of the Unethical Behaviors
and Practices in AACA

There are a number of reasons for the prevalence of the unethical behaviors. Researcherson
ethics and accountabilitysuch as Ayee (1998)have identified causes that contribute to the
deterioration of ethics and accountability in the public sector. In the case of AACA, a multitude
of factors are recognized as causes for the existence of unethical practices.In the survey, civil
servants were asked about the existence of unethical practice/s in the organizations they are
working for and the possible causes of it. In response, they have pinpointedthe misbehaviors and
the various causes of it. Hence, the most common factors attributed to unethical practices and the

frequency and percentage of responses given by the employees is depicted in Fig. 5.2 below.
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Figure 5-2: Factors that are contributing to the Existence of Unethical Practices in AACA

243(85.6)

222(78.2) 213(75%) 202(71.1%) 192(67.6)
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Source: Field survey, December, 2014- May, 2015

Ethics problems in AACA can be traced to various factors. As it is indicated in Fig.5.2 above, a
number of factors contribute to the prevalence of unethical practices in AACA. As to survey
result, seven variables are identifiedas a cause for the existence of ethics problems in AACA. As
it is demonstrated above, the ethics problems in AACA is largely accounted to lack of political
commitment and determination to eliminate unethical acts, the problems of transforming ethical
principles into ethical practices, failure to penalize unethical conducts, deliberate effort of public
officials to muzzle criticism of their action and inaction, deterioration of socio-economic
conditions, inadequatetraining on ethical behaviors and practices, and absence enforceable
ethical code of conducts. To ensure ethical behavior in government, political commitment and
determination plays important roles. If the political leaderships that are supposed to enforce laws
and punish violators are lacking the commitment or become the center of unethical practices, the
road to build ethical behavior will become lengthy.Similarly, ethics principles in different
organizations are established with the objective of promoting ethical conduct and ethical
behaviors of organizational members. In this regard, the result revealed that AACA has problems

in realizing what is written on paper on the ground. Obviously, if practical implementation of
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ethics principles is lacking, attainment of the desired ethical behavior will remain very
problematic. It is noteworthy underline the fact that the economic situation can also influence
ethical behaviors of organizational members. If the economic situation is deteriorated and the
purchasing power of people is dwindling, it is obvious that people will turn the other way round

and get into the habit of developing unethical behavior such as corruption, gift taking and theft.

Also, written evidence supports the results obtained from survey. Atikilt (2015), for example,
indicated that many factors are accounting to the poor state of ethics in AACA. These are weak
commitment in implementing laws, regulations and directives, absence of civil service training
and development policy, failure in implementing performance management indicators properly,
transparency, accountability and merit deficit, inadequate amount of remunerations and

inappropriate job organization and directives.

Service recipients at Bureaus of Land Development and Management, Road and Transport, and
Trade and Industry Development explicated the most important factors that are exacerbating
undesirable behaviors in AACA. According to them, weak management and poor accountability
mechanisms, already established network among employees, and between employees and
managers, weak implementation of government rules and regulations, lack of awareness of
service recipients about their right and obligations and weaknesses in challenging service

providers and government officials are the formidable ones.

In similar vein, informants, whom the researcher interviewed in Addis Ababa at the Bureaus of
Land Development and Management, Trade and Industry Development, Micro and Small
Enterprises Development, AACA Municipality’s Ethics and Anti-Corruption office have
identified the following factors as worthmentioning inhampering the fight against unethical
practices: lack of leaders’ and employees’ commitment in fighting unethical practices, poor
controlling mechanisms, attitudinal problems on the sides of service recipients and civil servants,
the existence of weak accountability institutions or mechanisms, failure to have enforceable and
comprehensive ethical code of conduct, weak participation of the public, the media and civil

society organizations in the fight against unethical practices, poor records and information
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management system, the politicization of civil servants or unnecessary political interferences,
poor economic situation especially the very low remuneration paid to the employees, dwindling
purchasing power and the desire to acquire and accumulate wealth at any cost and absence of
protection for the people who are fighting unethical practices.

Two informants from Bureaus of Micro and Small Enterprises Developmentand Land
Development and Management further explained that putting pressures alone on civil servants to
properly serve service recipients does not produce the desired result. According to them,
disregarding the salary expectation and other benefits of service providers will negatively affect
their ethical behavior. When employees cannot meet their daily needs through their salaries and
cannot live with dignity, they will resort to corruption and other unethical practices.They added
that improving the living standard of the employees to reinforce desirable behavior is
important.An interviewee, from AACA Municipality’s Ethics and Anti-Corruption office, has
also importantly raisedthe absence of strong Ethics and Anti-corruption commission and
structural problems associated with theestablishmentof Ethics and Ant-Corruption liaison units
as the core factors that impede the fight against unethical practices.

This informant has expressed his concern firmly stating that “AACA’s municipal office did not
have Ethics and Anti-Corruption liaison unitfor the last six yearstill 2014 though proclamation
for the establishment of Ethics and Anti-Corruption office was promulgated in 2008.” The
Council of Ministers Regulation No. 144/2008 stated that Ethics Liaison Units shall be
established in public offices and public enterprises. However,it is very interesting to know why
AACA municipality office spent couple of yearsto set up an Ethics and Anti-Corruption
unit.Future researchers may examine reasons why AACAwith very dynamic economic, political,
social activities does not havean independent Ethics and Anti-Corruption Commission. An
informant from AACA municipality office addedthat since the majority of Ethics and Anti-
Corruption cases are centralized by the FEACC, the likelihood of getting timely solution is very
unlikely and more complicated.
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As the above informantexplained further, even if the Ethics and Anti- corruption offices are
established in many of the study bureaus, they are very weak and exist by name alone. Therefore,
in a situation where commitment to fight unethical practices is very weak, it will be difficult to
have responsible and ethical civil servantswithinreasonable periods. Especially, without the
commitment of political leaders in the fight against unethical practices, all initiatives will fail on

a barren ground(Washington, 1997).

5.5 Summary

The focus of this chapter was to critically examine the present statusof civil servants’ ethics in
AACA. In doing this, legal and institutional frameworks established with the objective of
governing ethics in AACA are explicated. On the basis of the analysis mademany unethical
practiceswidespread in AACA. Despite the degree of their prevalence, rule of law,impartiality,
loyalty, respect to people,integrity, and honesty are found to be contravened in AACA. As it is
elucidated in this chapter, many factors are attributed to the continuation of these unethical
practices. Weak commitment and determination of leaders and employees to do away with
unethical practices, problems of transforming ethical principles into actions, failure to criticize
and penalize unethical conducts, deliberate efforts of officials to muzzle criticism of their action
and inaction, deterioration of economic and social conditions,inadequate training on ethics, and
absence of comprehensive and enforceable ethical code of conduct are found to be some of the

major predicaments that are impeding the betterment of ethics in AACA.
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CHAPTER SIX

THE CURRENT STATUS OFCIVIL SERVANTS’ ACCOUNTABILITY INADDIS
ABABA CITY ADMINSTRATION

6.1 Introduction

This chapter aims at examining the status of civil servants’ accountability in AACA. In doing
this, the chapter discusses legal and institutional frameworks that are established to ensure
accountability in AACA. Employees’ accountability, managers’ accountability, and
organizations’ accountability are examined in the chapter in a separate manner.It also depicts
existing accountability problems and factors that are exacerbating these problems in AACA. In
order to examine and analyze the accountability situation in AACA, the researcher used
employees’ survey, informants’ and service recipients’ interviews as well as workplace
observation. The researcher also collected data from secondary sources such as books and
journal articles, Addis Ababa City Charter, citizens’ charter, grievance and complaint handling
guidelines, periodical reports, and from different types of proclamations promulgated with the

intention of ensuring accountability.

6.2 Institutional and Legal Frameworks Governing Civil Servants’

Accountability

Accountability is a mechanism which can help uphold and restrain the behavior of individuals
and institutions (Bovens, 2010). It is the obligations of those holding power to take responsibility
and be held answerable for their actions and behaviors (Efiong & Crowther, 2012). In ensuring
accountability in any entity, the establishments of institutions, workable systems as well as
procedures are imperative. It can be argued that accountability is the requirement for preventing
the abuse of power by office holders and for ensuring that authority is directed towards the
achievement of effective and efficient service to the public (Heerden & Steyn, 2012). Cognizant
of this fact, the FDRE Constitution, Addis Ababa City Charter and other city administration’s
proclamations clearly stipulate that any government institution and official will be held
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accountable for wrongdoings and scandals occur in government and when public office is used

for personal benefits.

As it is noted above, the FDRE Constitution as the supreme law has emphasized public agents’
accountability. The Constitutional position on the accountability of government or public
officials in Ethiopia appears unequivocal. The Constitution articulates government organs and
their officials to carry out their responsibilities in a transparent manner (Article 12/1). Second, it
stipulates that any “Public official or an elected representative is accountable for any failure in
official duties” (Article12 (2). Furthermore, the Ethiopian Government has usedseveralmutually
reinforcing mechanisms to restrain the behavior of individuals and institutions, and ensure the
accountability of the civil service. For example, civil servants are made accountable to the
minister or the head of the agency and have the duty to discharge public functions reasonably
and according to the law (Article 61 of Proclamation N0.515/2008).

In similar vein, Article 379 sub-articles 2 of the 2005 Criminal Code of the FDRE Government
stipulates that any public servant who breaches public confidence and commits crime against the
public interest is subject to rigorous punishment of five to twenty-five years or in severe cases; it
will extend up to life time imprisonment (HPR, 2005). Likewise, the accountabilities of Bureaus,
sub-city administrations, and ‘Weredas’ are clearly stipulated in Article 4, 65, and 73 of the
Addis Ababa City Government Executive and Municipal Service Organs Re-establishment
Proclamation (AACC, 2012).

Transparency and access to information by the citizens about the activities of government
officials can play a fundamental role in buttressing accountability in the country at large as well
as in AACA. In this regard, Ibietan (2013) has stated that transparency and feedback plays an
essential role in ensuring accountability.As it is stated byOsezua and Julius (2013), transparency
can put governments open and make the public informed about government activities. Cognizant
of this reality, the FDRE Government has established information law based on the Federal
Constitution to allow the public have easy access to information. Article 29(2) of the FDRE

Constitution and Proclamation N0.590/2008 can be cited as good examples. Article 29(2) of the
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FDRE Constitution clearly stipulates that everyone has the right to seek, receive and
communicate information of all kinds regardless of frontiers, either orally, in writing or in print.
In addition, the rights of citizens, private institutions, and civil service organizations to access

information on government actions are guaranteed by Proclamation No. 590/2008.

It is clear that the FDRE Constitution and other laws of the country included more than adequate
provisions in order to ensure accountability and transparency. However, the fundamental
question is not the passing and promulgation of laws and proclamations; rather, it is the
commitment of leaders in placing these laws and proclamations into actions. In the past few
years, many activities were carried out by the city administration in order to solve governance
and service delivery problems. The AACA has tried to establish transparent and accountability
systems that can help reduce the causes of governance problems and rent seeking behaviors of
service providers. However, the city administration has registered few successes in making

service providers accountable although it differs from one institution to another (AACA, 2006).

In AACA, there are procedures and directives, which are also enacted to make public agents at
all city administration level accountable. In addition to the above discussed proclamations and
the FDRE Constitution, the Civil Service Proclamation N0.6/2008 is also presumed to be very
helpful in ensuring accountability in the city administration. Apart from the Federal and the city
administration’soversight institutions, AACA also uses grievance hearing and complaint
handling offices, gripe boxes and citizens’ charters, civil servants’ proclamations, management
tools such as BSC and BPR in promoting accountability. In order to look at their contribution,
each of them is discussed below in separate headings.

6.2.1 Service Recipients’ Grievance and Complaint Handling Offices

The important task the AACA has accomplished to make service providers accountable is the
establishment of service recipients’ grievance and complaint handling units at the center, sub-
city and ‘woreda’ level. There are various mechanisms in both developed and developing
countries to public grievances and providing redresses (Brewer, 2007). In addition, government

departments often have units or designated individuals to handle complaints. In the case of
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AACA, there are units which are responsible for handling grievances. As observed by the
researcher almost in all offices there are grievances and complaints handling units. There is also
a guideline which is primed by the AACA with the intention of making service providers
accountable for their actions and inactions. In the document entitled Grievance and Complaint
Settlement Procedure and Accountability Regulation No. 48/2012, it is clearly specified that
service recipients have the right to get information and the right to appeal for the correction of
decisions made contrary to the law and against their own interests (AACA, 2012). Beyond
applying the case directly to the work process where service is given to the customers, there are
also grievance handling units at all levels of the AACA where customers can appeal to make
service providers accountable (AACG, 2003). In addition, for anyone who believes the decisions
made is unjust and her/his complaint is not adequately addressed, it is open to take the case/s to
legally authorized bodies.

In order to understand their awareness level and the existing practices, service recipients were
asked if they know the very existence of grievance and complaint handling units in government
offices in AACA and whether there is any change positive on accountability. Service recipients
whom the researcher interviewed in Bureau of Land Development and Management, and Road
and Transport have described the situation as very problematic and difficult to exercise for
justifiable reasons. According to these service recipients, most service users are ignorant of rules,
regulations and directives that are enacted to make certain that public agents are discharging their
duties properly and in a responsible manner. One service recipient from Road and Transport
Bureau has also expressed her views stating “for those who are aware of the existences of rules
and regulations, exercising the rights specified in government proclamations, regulations and
directives is a very difficult path to be chosen”. In addition, the culture of lack of transparency
and absence of appropriate and easily accessible channels especially for those service recipients,
who are highly impoverished, is a hurdle to seek redress for their complaints and grievances on
time. As one of service recipients from Land Development and Management Bureauhas
responded further, in most cases, people prefer to the other way round (bribing or keeping silent)
than confronting the wrong acts of government officials or civil servants fearing the possible

repercussions.
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Likewise, informants from Bureaus of Land Development and Management, Trade and Industry
Development, and Road and Transport have acknowledged the establishment of grievance and
complaint handling units at different echelons of the city administration. Informants from Land
Development and Management bureau stated that such practices have a limited impact on the
promotion of accountability. They further explained that the public is less informed about
grievance and complaint handling directive and little has been done in creating awareness within
the larger community. Besides, they have explained the fact that in most cases, grievance and
complaint handling units are responsible to the head of respective offices or bureaus. Thus, there
are challenges to the positions they hold and executives tend to dominate their ideas instead of
allowing them exercise the formal powers vested on them. Therefore, fearing the repercussions
and knowing that the executive has power to remove them from office, they prefer to be reluctant
in challenging undesired behaviors. These informants have expressed their concern stating that
“unless alternative ways of institutional structure and protection are devised for these units, it

will remain a very fruitless attempt.”

6.2.2 Suggestion Boxes and Books

The other important thing which is found to be common to all of the study bureaus is the
availability of suggestion boxes and books. The present researcher has observed the existences of
suggestion boxes and suggestion books in all study bureaus arranged to receive opinions from
service recipients about the services they get from different offices. NPM calls for extensive use
of techniques such as listening to the employees who are in frontline, surveys, hearing and
systematic analysis of complaints from the customers as well as feedback mechanisms like
suggestion boxes. One of the targets of NPM has been to develop a public service orientation
focused on the public as client, with demand led services responsive to the needs of those being
served (Araujo, 2000).

The suggestion boxes or books where service recipients can write down their opinions and
attitudes about the service and service providers are considered as the positive step taken by
AACA for enhancing the quality of service delivery and improve accountability and ethics.

However, the question is how far the suggestions given by the citizens are taken seriously? Two
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service users from Bureaus of Road and Transport, and Land Development and Management
have expressed their strong concern, while stating, “Service recipients do not have trust on the
purpose of the suggestion boxes.” They rather described it as a deceptive signal and arranged for
public consumption purpose only. As they explained the situation, officials who are working at
different echelons of the city administration often talk about suggestion boxes, transparency and
accountability; however, these by itself do not translate into genuine commitment beyond giving
lip services in the fight against unaccountable and undesirable behaviors. Service recipients’
view on the purposes of the suggestion boxes should not be undermined and it is an indication of
the fact that suggestion boxes are not seriously taken for the purposes they are primarily
established.

As per the above-mentioned service recipients’ view, AACA’s civil servants are less responsive
to the needs and concerns of service recipients because the mechanisms instituted to ensure
accountability are very weak and inadequate. Contrary to what is stated above, twoinformants
from Bureaus of Road and Transport, and Construction and Housing have felt that service users
are using suggestion boxes and books usually. According to these informants, suggestions given
by the public are collected periodically and they are used as an agendum for improving service
delivery and enhancing accountability. Particularly, an informant from Road and Transport
bureau further explained that regular meetings provide an opportunity for members of the
organization to come together and discuss accountability and ethics problems occurred in the
course of providing service to the citizens. According to him, on the basis of the information
obtained by means of suggestion boxes or books, further investigation will be made in order to
prove how far the accusations given by service recipients are true and put sanctions upon those

who are proven blameworthy.
6.2.3 Citizens’ Charter

CC is adopted in many countries across the globe with the intention of empowering citizens by
stating their rights, privileges and duties. It is also needed to make the administrative apparatus
less bureaucratic and enhance the delivery of government services (Mang'era & Bichanga, 2013).

The basic foundation of CC revolves around the citizens’ right to information and transparent
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governance. As quoted by Drewry (2007, p. 322), Mahatma Gandhi’s words below can
excellently justify the rationales of the CC:

A consumer is the most important visitor in our premises. He is not dependent on us, we
are dependent on him. He is not an interruption in our work; he is the purpose of it. He is
not an outsider to our business, he is part of it. We are not doing him a favor by serving

him; he is doing us a favor by giving us an opportunity to do so.

The concept of CC is a recent phenomenon in Ethiopia. It appears as a concern in the civil
service after three decades of its birth in United Kingdom. The original version of the UK CC
was first published and launched in 1991 (Drewry, 2005). In this regard, the FDRE Ministry of
Civil Service officially announced the launch of CC in 2012 and insisted government
organizations to develop their own CC for strengthening accountability and transparency
(Fekadu, 2014).

In addition to the establishment of grievance and complaint handling units and preparation of
accountability directive by AACA, CC is also instituted to improve and reinforce accountability
in all bureaus. It is found that all bureaus involved in the study have prepared and published their
own CC. As it is explicated in the handbooks produced by each bureau, the charter contains
several sections including the type of services provided, the requirement to be fulfilled by service
recipients, service standards, values, and full address of top management officials. However, it is

not implemented properly.

In spite of the preparation of the CC, AACA did little in realizing the purposes of the CC on the
ground. For instance, all bureaus had already enunciated the inauguration of the CC publicly in
2014. However, it does not move forward as it is anticipated though it seems premature to be
criticized. It is a paradox by itself and very dubious to convince the public the reason why scarce
resources are used up for the preparation of the CC and kept it on shelves. The most important
issue here is not the procedural clarity alone rather how far these accountability mechanisms and

procedures are put into effect.
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The lack of effective implementation of the CC to civil servants and service users has also
hampered its sound implementation. Two informants from Bureaus of Land Development and
Management, and Micro and Small Enterprise Development expressed their strong concern
while stating “grievance handling directives and the CC are not properly communicated to all
staff and the public at large.” Similarly, an informant from Construction and Housing bureau
emphasized the ineffectiveness in communicating the CC to the employees and public at large.
According to this informant, due to ineffective communication between leaders and
subordinates, between government offices and the public at large about CC, many employees
and citizens remain uninformed about the essence, goals and objectives of it. Therefore,
whatever the guidelines, procedures and CC are believed to be important unless they are
effectively communicated and made popularized to civil servants and service recipients, the
accountability situations will not improve to the desired level and the CC, grievance handling

documents and any other accountability instruments will remain merely paper work.

Participatory accountability arrangements can foster better services by reducing the transaction
costs of service users and the costs which are associated with monitoring services. This can be
reduced by the publication of information such as service-delivery plans and procedures,
operation and maintenance schedules, and CC outlining users’ rights and obligations in service
provision (Cavill & Sohail, 2004). However, AACA’s service users in general and service
providers in particular are not effectively communicated the information that is helpful to make
service providers accountable. CC may spell out the service standards and obligations of public
agencies toward their clients; however, without redress, the obligations may not be enforceable
(Ghaus-Pasha, 2004).

CC mainly focuses on improving the standardization of services, citizens’ rights to information
regarding the public services, non-discrimination in dealing with the citizens, value for money
and handling of the complaint system to improve the services according to the citizens’
convenience. As stated by Haque (2005), the objective of the CC is to make the government
more accountable and responsive to the needs of the service users by making public service

transparent and accessible. It is the driving force that engenders the pressure for key actor
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involved to be responsive for and to ensure good public service performance (Turner and Hulme,
2004).

However, despite the initiatives and the good beginnings in preparing the CC by AACA, the
purpose is not given due consideration almost in many of the study bureaus. Many of the
informants expressed their concern stating “the CC is far from the knowledge of the public, the
city administration’s employees and the objective initially desired to be achieved.” Therefore, it
seems that the people remain unaware of the CC and they cannot find any noticeable differences
among organizations that have the CC booklet and those which do not have. This entails that the
inclusion of roles and functions of service providers in CC will not be enough in restraining the

behavior of individuals and institutions.

In a similar vein, service recipients confirmed that the idea of CC is away from the knowledge of
the majority of service users. According to service recipients from Bureau of Land Development
and Management, and Housing and construction, they do not internalize the idea of the CC and
the very important reasons for its establishment. According to service recipients noted above,
without the commitment of the city administration in familiarizing the public at large about the
idea of the CC and its purposes, talking about the CC is deceptive and futile. This implies that
the participation of the public in preparing the CC is trifling and the influence of service

recipients on civil providers is also insignificant.

In addition to what is noted in the preceding sections, there are also other proclamations which
are publicized for the purpose of making civil servants accountable at the Federal as well as
AACA level. The Federal civil servants’ proclamation No.515/2007 and AACA civil servants'
Proclamation N0.8/2006 can be pointed out as an example. Moreover, government offices have

established rules and regulations that should be followed by each member of the organization.

The main reasons for the establishment of the above rules is to enable civil servants accomplish
their duties properly. Therefore, civil servants will be obliged to strictly adhere and follow up

these rules and regulations. Violation of the rules will result in penalties. As it is stated in AACA
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civil servants’ proclamation No. 6/2008, the types of penalties include simple kind of penalties

and rigorous ones.

The rigorous type of penalties will extend to the point of terminating employment contract
(AACG, 2008). With respect to discipline, each government office has the power to take
disciplinary measures when employees failed to observe rules and regulations, behaved
unethically as defined by the civil service law. According to proclamation No. 6/2008, the
following acts will result in rigorous types of penalties: undermining one’s duty by being
disobedient, negligent or tardy or non-observance of working procedures, deliberate
procrastination of cases or mistreatment of service recipients, accepting or demanding bribes,
committing an act of theft or breach of trust. The proclamation also includes other acts: abuse of
power and committing sexual violence at work place, unjustifiable repeated absenteeism or non-
observance of office hours in spite of simple disciplinary penalties, initiating physical violence at
workplace, neglect of duty by being alcoholic or drug addicted, committing fraudulent act, and

inflicting damages to the property of the government.

Proclamation No.6/2008 equally works to all civil servants who are operating under AACA’s
jurisdiction. An informant from Land Development and Management Bureau has expressed his
concern while stating “the majority of employees and the citizens do not have the necessary
information about the proclamations and their understanding of the FDRE civil servants’
proclamation N0.515/2007 and AACA civil servants’ proclamation No.8/2006 is very limited.”
As a consequence, the employees’ awareness and fear of the possible reprisals and sanctions in
case of wrong acts are very minimal. He explained that service users are not dedicated in
defending their rights and restraining unaccountable acts of public agents at the maximum level

possible as they are unacquainted with the rights and obligations of service providers.

6.3 Employees’, Managers’ and Organizations’ Accountability

In order to better understand the status of accountability in AACA, a series of interrelated
statements wereproposed, as shown in Tables 6.1, 6.2, and 6.3 to the employee respondents with

the aim to learn the perception of civil servants about employees’, managers’, organizations’
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accountabilities. Accountability for all categories is measured on the basis of the following three
important themes: (1) Giving an account, (2) Holding to account, and (3) Redress. The results

obtained and the analyses made are presented below:

6.3.1 Employees’ Accountability

Respondents were asked for their opinion on their own personal accountability status. In order to
understand the status of employees’ accountability, lists of questions were asked. Perceived
employees’ accountabilities have been measured using items identified in Table 6.1. The
majority of the respondents228 (80.3%) agreed that they often provide information about their
duties to their immediate supervisors. However, 40(14.1%) of the respondents did not agree with
the proposed statement. Only insignificant number 16(5.6%) of them have slightly agreed. This
entails that employees’ reporting to their supervisors or managers about their official duties is
found to be good. Provisions of information by actors, in this context, civil servants about the
performances of tasks, procedures and outputs to their immediate managers or to any concerned

body is one of the important components of accountability (Bovens, 2010 &2007).

Explanation and justification of the appropriateness of their actions to their immediate supervisor
was the second statement. In response, the majority of them229 (80.6%) haveconfirmed their
agreement. Conversely, 39 (13.7%) of the respondents feltthat they do not often explain and
justify the appropriateness of their actions to their immediate supervisors. Only 16 (5.6%) of
them have slightly agreed.There is a wide spread agreement among survey respondents that if
things do not go the way that they should be done and found to be unjustifiable, their immediate
superiors imposesanction. 207 (72.9%) of the respondentshave felt that supervisors take
sanctions when their actions are found to be unjustifiable. On the contrary, 59 (20.8%) of them
claimed that supervisors do not take actions against the employees for unjustifiable
performances.18 (6.3%) of them have agreedto some extent.For accountability to exist, actors
should explain, justify their conducts to the principal/s or to forums. In case of unjustifiable
actions, appropriate sanctions should be taken. The above survey resultindicated that there is the
practice of punishment when civil servants do not perform tasks appropriately.
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There is clear split, however, in the responses for item four. 123(43.3 %) of respondents felt that
if they do things the way it should be done, their immediate superior will give recognition or
praise them. However, 130 (45.8%) of them saw it differently. They felt that if they do things
appropriately it is unlikely to be recognized or praised by their immediate supervisors. The
remaining31(10.9%) of the respondents have slightly agreed. The above figures clearly showed
accountability deficiencies. Recognition similar to sanction is an important component of
accountability. If employees do not get recognition for their better performances, accountability
will be considered as weak.Therefore, it is desirable to praise those employees when they
accomplish tasks appropriately and put sanctions when they do things wrongly and fail to justify
their reason.According to Bovens (2007), “Accountability is a relationship between an actor and
a forum, in which the actor has an obligation to explain and justify his or her conduct, the forum

can pose questions and pass judgement, and the actor has to face consequences”.

The next two consecutive questions were asked to know whether direct employees’ reportand the
public can hold them accountable or not. The significant portion of them shared similar views on
the proposed statements. There was an agreement by the majority of respondents. 186(65.5%) of
themhave felt that their direct reports can hold them accountable whenevertheir rights are
affected by decisions made by employees. In contrast, 57(20.1%) of them have thought that their
direct reports do not hold them accountable. However, 41 (14.4%) of the respondents have
agreed to a small degree.231(81.3%) of the respondentshavealso agreed that service recipients
can hold them accountable when their rights are affected by the decisions made. On the
contrary,36 (12.7%) of themhave felt thatthe public cannot hold them accountable. Only 17 (6%)

of the respondents have slightly agreed.

From the responses and respective figures and percentagesnoted above,it is possible to deduce
that service recipients and direct reports have the right to make those service providers
accountable. However, this can be realized to the fullest level possible if and only if service
recipients and colleagues are aware of their rights and the governance structure is getting

improved.
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Table 6-1: Perception on Employees’ Accountability

No. Item Response categories | Frequency | Percent | Cumulative
Percent
1 |l often provide information about Disagree 40 141 14.1
my duties which | am required to To some extent 16 5.6 19.7
perfform to my immediate Agree 228 80.3 100.0
supervisor. Total 284 100.0
2 |l often explain and justify the Disagree 39 13.7 13.7
appropriateness of my actions to To some extent 16 5.6 194
my immediate superior. Agree 229 80.6 100.0
Total 284 100.0
3 | If things do not go the way that Disagree 59 20.8 20.8
they should be and it is found to be To some extent 18 6.3 27.1
unjustifiable, ~my  immediate Agree 207 72.9 100.0
superior will penalize me. Total 284 100.0
4 |If | do things the way that they Disagree 130 45.8 45.8
should be done, my immediate To some extent 31 10.9 56.7
superior will recognize it or praise Agree 123 43.3 100.0
me.
Total 284 100.0
5 |My direct reports can hold me Disagree 57 20.1 20.1
accountable when their rights or To some extent 41 144 345
interests are affected by my Agree 186 65.5 100.0
decisions. Total 284 100.0
6 |Customers can  hold me Disagree 36 12.7 12.7
accountable when their rights or To some extent 17 6.0 18.7
interests are affected by my Agree 231 81.3 100.0
decisions. Total 284 100.0

Source: Field survey, December, 2014- May, 2015
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6.3.2 Managers’ Accountability

This section presents managers’ accountability practice in AACA. In order to have better outlook
on the managers’ accountability, a series of interrelated statements were proposed. Survey
respondents were asked to reflect their views onmanagers’ accountability. Majorityof them194
(68.3%) indicated that managers often provide the necessary information for their actions to the
immediate supervisors. In contrast, 49(17.3%) of them indicated that managers do not provide
information for their actions to their immediate supervisors.41(14.4%) of them have agreed a
little bit.

The next question of inquiry was about the explanation and justification of managers’ actions to
supervisors.196 (69%) of them have agreed with the proposition stating that managers often
explain and justify their action to their immediate superiors. Only 49(17.3%) of them
havedisagreed with the statement although 39(13.7%) of them have slightly agreed. Therefore,
there is a strong feeling by the majority of respondents that managers in AACA often explain and
justify their actions to immediate supervisors.However, the weakness is evident on item three
and four. It is only closest to fifty percent of therespondents145(51.1%) who agreed that
managers will be sanctioned if they do not discharge their duties appropriately and fail to justify
and defend their actions.121(42.6%)of survey respondents also give positive response to the
statement thatif managers carryout things the way that they should be done, they will be praised.
On the other side of the spectrum,108(38%) of the respondents do not think that managers will
be praised whenever they accomplish their duties in a proper manner while55 (19.4%) of them
have agreed a little biton the same issue. It is, therefore, possible to deduce that managers’
accountability is weak. An accountability system which neither penalize wrong acts norpraise
better achievements will remain weak. Penalties for all inappropriate actions and recognition for
better performances and achievements constitute the very defining element of accountability.
The lack of sanctions and praise will erode accountability and it will remain incomplete and

weak.

In responding to the question whether employees and the public can hold managers accountable
or not, 171(60.2%) of the respondents have agreed that employees can hold
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managersaccountable when their rights are affected by the decisions made. However, 86(30.3%)
of them have disagreed. The remaining 27(9.5%) of the respondents, however, have slightly
agreed.The next question was proposed in order to know whether the public can hold the
managers accountable or not. The significant portion 194(68.3%) of the respondents felt that the
public can hold managers accountable when their rights are violated. However, contrary to
this,61(21.5%) of them have felt that the public do not able to hold managers accountable. The
remaining29 (10.2%) of them have scantily agreed. Though better results are indicated, this
finding brought to light the fact that many civil servants still see themselves as servantsof their
superiors and much is desired to make civil servants aware of their right. The public shouldalso
be informed the fact that they are principals and have the right to hold managers accountable for
any inappropriate actions taken against their interest. Those, whose rights are adversely affected
by the actions of someone else, havethe right to hold that person accountable for the manner in
which they have been treated. Accountability requires that public officials to render account of
their stewardship to public and subject themselves for scrutinies as needed and must remain

appropriate to the positions they hold.

Table 6-2: Employees’ Perception of Managers’ Accountability

No. Item Response categories | Frequency | Percent | Cumulative
Percent
Often provide information about Disagree 49 17.3 17.3
1 |her/his actions to  her/his To some extent 41 14.4 31.7
immediate superior. Agree 194 68.3 100.0
Total 284 100.0
2 |Often has to explain and justify Disagree 49 17.3 17.3
her/his  actions to  her/his To some extent 39 13.7 31.0
immediate superior. Agree 196 69.0 100.0
Total 284 100.0
3 | If things do not go the way that Disagree 71 25.0 25.0
they should be done and found to To some extent 68 23.9 48.9
be unjustifiable, she/he will be Agree 145 51.1 100.0
sanctioned. Total 284 100.0
4 |If my boss carries out things the Disagree 108 38.0 38.0
way that they should be done, To some extent 55 194 574
she/he will be praised. Agree 121 42.6 100.0
Total 284 100.0
5 |Employees can hold my boss Disagree 86 30.3 30.3
accountable when their rights or To some extent 27 9.5 39.8
interests are affected by her/his Agree 171 60.2 100.0
decisions. Total 284 100.0
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No. Item Response categories | Frequency | Percent | Cumulative
Percent
6 |The public can hold my boss Disagree 61 21.5 21.5
accountable when their rights or To some extent 29 10.2 31.7
interests are affected by her/his Agree 194 68.3 100.0
decisions. Total 284 100.0

Source: Field survey, December, 2014- May, 2015

6.3.3 Organizations’ Accountability

Table 6-3 depicts the perceptions of survey respondents on organizations’ accountability. As it is
shown in the table, a series of interrelated statements were presented to survey respondents with
the aim to understand their perception towards organizations’ accountability.The majority of
them238 (83.8%) felt that organizationsoften provide information about their actions towhom
they are accountable for even if 33 or nearly ten percent (11.6)of them have disagreed;
while,13(4.6%) of them have slightly agreed.

The next statement was proposed toknow respondents’ view about organizations’duty to explain
and justify their actions to authorized bodies. 226 (79.6%) of themhave felt that organizations
often explain and justify their actions to authorized supervising agencies.However, 34 (12%) of
them have disagreed on the same statement. Only24 (8.5%) of them have agreed a little bit. The
next question was focused on the presence of penalties. 164(57.7 %) of the respondents have
agreed that if organizations do not discharge their own duties appropriately, penalties will be
imposed upon them by different authorized bodies. On the other hand, 61 (21.5%) of the
respondents have disagreed on the existence of sanctions or penalties. 59(20.8%) of them have

slightly agreed.

The next question of inquiry was proposed to the respondents in order to know whether there is
recognition or not for better organizational performances from authorized agencies. 172 (60.6%)
of themhave agreed that organizations will be praised and recognized whenever they discharge
their duties appropriately.Nevertheless, 65(22.9%) of them do not agree that organizations’ better
performances are recognized. The remainingd7(16.5%) of them have agreed
inconsiderably.Enforcement of penalties and recognition of better performances are the

fundamental components of accountability. As it is noted above, sanctions and recognition are
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being exercised to a certain degree or organizations’ accountability is not as strong as it has to be
though it is not bad.However, it is much desired to get improved organizations’ accountability by

reducing thedeficiencies noted above.

The next statements were proposed in order to know how far employees and the public can hold
the organizations accountable. In response, 162(57%) of the respondentshave agreed that
employees can hold the organizations accountable when their rights are violated or affected
negatively.On the contrary,84(29.6%) of them do not think that employees can hold
organizations accountable and38(13.4%) of them have a little bit agreed.193(68%) of them have
also agreed that the public can hold organizations accountable when their rights or interests are
violated.63(22.2%) of them, however, felt that the public cannot hold organizations accountable.
While28(9.9%) of the respondents have somewhat agreed. Despite the positive response noted
by the majority of the above respondents, significant numbers of them have opposite views. This

implies that much is desired to enhance organizations’ accountability in AACA.

Table 6-3: Employees' Perception of Organizations’ Accountability

No. Item Response Frequency | Percent | Cumulative
categories Percent
1 |The organization often provides Disagree 33 11.6 11.6
information for its actions to| To some extent 13 4.6 16.2
authorized accountability agencies. Agree 238 83.8 100.0
Total 284 100.0
2 |The organization often explains and Disagree 34 12.0 12.0
justifies its actions to authorized| To some extent 24 8.5 20.4
accountability agencies. Agree 226 79.6 100.0
Total 284 100.0
3 | If the organization violates its public Disagree 61 21.5 21.5
duties, it will be sanctioned. To some extent 59 20.8 42.3
Agree 164 57.7 100.0
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No. Item Response Frequency | Percent | Cumulative
categories Percent
Total 284 100.0
4 |If the organization accomplishes Disagree 65 22.9 22.9
public duties the way that they| To some extent 47 16.5 39.4
should be done, it will be praised or Agree 172 60.6 100.0
get recognition. Total 284 100.0
5 [Employees can hold the organization Disagree 84 29.6 29.6
accountable when their rights or| To some extent 38 134 43.0
interests are affected by its actions. Agree 162 57.0 100.0
Total 284 100.0
6 |The public can hold the organization Disagree 63 22.2 22.2
accountable when their rights are To some extent 28 9.9 32.0
affected by its actions Agree 193 68.0 100.0
Total 284 100.0

Source: Field survey, December, 2014- May, 2015

6.4 Factors Impeding Accountability in AACA

Different factors can contribute to the deterioration of accountability in either public or private
organization. In many African countries, several reasons are mentioned as factors for the poor
status of accountability. These include lack of enabling environment, partial enforcement of rules
and regulations, resource constraint, accountability and transparency deficiency, weak
administrative and legislative systems, poor political leadership and malfeasance in government
(Efiong & Crowther, 2012).In order to understand the important factors that are impeding the
enhancement of accountability in AACA, questions were asked to the study organizations’
employees. Their responses have proved the existence of multiple factors as hindrance to the
promotion of accountability in AACA. Those factors and the percentage weight given to each of

them are indicated in Fig. 6.1 below. In addition to what is provided in the survey, the two
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groups of interviewees, such as informants (experts) and service recipients have also revealed

some of the factors that are hindering the promotion of accountability in AACA.

Figure 6-1: Factors Impeding Accountability in AACA

-1

Ethnicity and Nepotism # 198

Low level of citizen participation — 249

Undermining the role of accountability institutions Hl—l 182

Politicisation of the civil service H—' 198

Absence of Sanctions '1_' 155
Absence of Rewards _ 170
Weak culture of justifying ones own action il—l 230

Failure to scrutinize performance il—' 186

Failure to communicate on job performance il_' 150

Job expectations are not clear 100

0 50 100 150 200 250

i Counts

Source: Field survey, December, 2014- May, 2015

As illustrated above in Fig. 6.1, 249 (87.7%) of the respondents agreed that low level of citizen
participation in the city administration is an important factor in deterring
accountability.Similarly, 230(80.1 %)and 198 (69.72%) of the respondents have agreed that
weak culture of justifying one’s own action or inaction,and politicization of the civil service or
political interference are among the factors that are impeding accountability in AACA.198
(69.72 %) of the respondents also agreed that ethnicity and nepotism undermines accountability
in AACA.

Besides, for 186 (65.5%) and 182 (64%) of survey respondents, failure to scrutinize job
performances, and undermining the roles of accountability institutions are important factors in
exacerbating accountability problems in Addis Ababa city.Those who agreed that absence of
rewards, absence of sanctions, failure to communicate job performances, and unclear job

expectations as important factors that are contributing to the declining of accountability in
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AACA constitute 170 (59.9%), 155 (54.6%), 150 (52.82%),and 100(35.2%) of the respondents

respectively.

Many research works on governance often emphasize the importance of citizens’ participations
in governments’ decisions so as to ensure accountability. Citizens’ participation is the situation
where members of the public, who do not have formal positions in administration or government,
have a share in influencing decisions(Baradei, 2014). Therefore, taken the low-level of citizens’
participation into consideration, AACA should devise strategies that can enable the citizens to

take part or influence government decisions.

The other identified problem in ensuring accountability in AACA is undermining the role of
accountability institutions. These institutions are very common in many countries except the
differences in governments’ commitment in realizing the very reasons of their existence. To
mention a few, legislative bodies, Media, Ombudsmen, Human Rights Commission, Ethics and
Anti-Corruption Commissions, Auditors General, and Courts can be mentioned. In principle,
these institutions are believed to be independent; however, in actuality, people are critical of
some of these institutions for not discharging their duties to the level expected. Some of the
informantshave identified the important factors that areattributing to the weakening of
accountability in AACA.

According to informants from Bureaus of Capacity Building and Micro and Small Enterprises
Development, lack of commitment of leaders (more lip service than doing what they have
promised), the relative administrative discretionary authority granted to public managers,
weaknesses of oversight institutions, politicization of the bureaucracy are among the important
factors that are impeding accountability in AACA. They have also added that the weak
participations of citizens in the government affairs, poor reporting system and absence of
appropriate rewards and sanctions against service providers on the basis of their performances

are also hampering the promotion of accountability in the city administration.

Likewise,service recipients from Bureaus of Land Development and Management, and Road
and Transport expressed their concern stating the following as worth mentioning problems: the
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citizens’ lack of knowledge about their rights and obligations, the culture of fearing of
authorities, difficulties to access and reach people who are in the higher echelon of the
administrative hierarchy, the prevalence of weak mechanisms to easily obtain redresses of
grievances and the already established connections between the upper level public managers and

those who often misbehave and mistreat service recipients.

6.5 Summary

The focus of this chapter was to examine the status of civil servants’ accountability in AACA.
On the basis of the analysis made, the efforts of the city administration in ensuring accountability
have been examined. The establishments of different accountability tools like CC, grievances
and complaints redressing mechanisms have been discussed. The city administration has also
enacted different kinds of laws and proclamations. Nevertheless, the level of enforcement of

these laws, and proclamations are found to be stumpy.

In examining the reasons that are exacerbating the poor status of accountability in AACA, many
factors are found to be notable. Low level of citizens’ participation, weak culture of justifying
one’s own action, politicization of the civil service, ethnicity and nepotism are identified as
critical causes in impacting accountability negatively. Failure to scrutinize performances,
undermining the role of accountability bodies, absence of appropriate rewards and sanctions,
failure to communicate job performances and unclear job expectations are also among the factors

that are deterring the promotion of accountability in AACA.
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CHAPTER SEVEN

THE FUNCTIONS AND ROLES OF DIFFERENT OVERSIGHT INSTITUTIONS IN
ENHANCING ACCOUNTABILITY IN AACA

7.1 Introduction

This chapter is aimed at examining the roles of different oversight institutions in reinforcing
accountability and ethics in AACA. The chapter also briefly discusses the challenges that need
to be addressed in order to help accountability bodies operate as effectively as possible in the
fight against unaccountable practices. In order to analyze the data and address the objectives of
this chapter, the researcher relied on employees’ survey, informants’ and service
recipients’interviews. Moreover, the reading and analysis of books, journal articles and reports of

different kinds were also taken into consideration.

7.2 Oversight Institutions and Accountability

As it is noted above at the beginning of this chapter, government institutions can play an
indispensable role in ensuring accountability. They are needed to control people who are holding
political and administrative powers and entrusted with authority to make decisions in favor of the
public and for the public. Cognizant of what is stated above, Ethiopian Government has put in
placedifferent type of oversight institutions with the purpose of checking the act of power
holders and improving accountability at different echelons of the administrative hierarchy. These
institutions are being advocated to promote ethical standards, transparency and
ensureaccountability of public institutions and their members. In this section, therefore, the
researcher has tried primarily to examine and appraise the roles played by different oversight

institutions in the promotion of accountability in AACA.

Among the different institutions that are believed to have legal powers in reinforcing
accountability in AACA, the legislative bodies, Media, Courts (the judiciary), Administrative
Tribunals, Office of Auditors-General, Ethics and Anti-Corruption Commission, the Institution
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of Ombudsman, Human Rights Commission, andCSOs are examined. Besides, the role of

international organizations in reinforcing accountability in the city administration is also

analyzed.

It is obvious that formal institutions of accountability are believed to be weak in developing

countries(Lee, 2011).However,examination of the role of these institutions in reinforcing

accountability in the context of AACA is the subject of this chapter. As to the information

obtained from respondents and the secondary documents reviewed so far, the above-mentioned

accountability institutions are playing roles in bolstering accountability at different degree of

influences in AACA. The roles these institutions are playing in enhancing accountability in

AACA are examined and discussed discretely in the upcoming paragraphs based on the

information obtained through a range of instruments. Table 7.1 below depicted the employees’

survey responses on the roles of these institutions in promoting accountability in AACA.

Table 7-1: The Roles of Accountability Institutions in AACA

No. Item Response Frequency | Percent | Cumulative
categories Percent
1 | The legislative body Low 142 50.0 50.0
Modest 82 28.9 78.9
High 60 21.1 100.0
Total 284 100.0
2 | Media Low 139 48.9 48.9
Modest 94 33.1 82.0
High 51 18.0 100.0
Total 284 100.0
3 |Judiciaries Low 117 41.2 41.2
Modest 88 31.0 72.2
High 79 27.8 100.0
Total 284 100.0
4 | Administrative Tribunal Low 142 50.0 50.0
Modest 85 29.9 79.9
High 57 20.1 100.0
Total 284 100.0
5 | Auditors General Low 117 41.2 41.2
Modest 117 41.2 82.4
High 50 17.6 100.0
Total 284 100.0
6 |Ethics and Anti-Corruption Low 100 35.2 35.2
Commission Modest 95 33.5 68.7
High 89 31.3 100.0
Total 284 100.0
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No. Item Response Frequency | Percent | Cumulative
categories Percent
7 | Ombudsman Low 182 64.1 64.1
Modest 63 22.2 86.3
High 39 13.7 100.0
Total 284 100.0
8 |Human Rights Commission Low 199 70.1 70.1
Modest 47 16.5 86.6
High 38 134 100.0
Total 284 100.0
9 | Civic Society Organizations Low 197 69.4 69.4
Modest 59 20.8 90.1
High 28 9.9 100.0
Total 284 100.0
Low 182 64.1 64.1
10 | International Organizations Modest 59 20.8 84.9
High 43 15.1 100.0
Total 284 100.0

Source: Field survey, December, 2014- May, 2015

7.2.1 The Legislative Bodies

The legislature is one of the most important institutions through which the sovereignty of the
people is exercised. In Ethiopia, the legislature has the authority to oversight over the operations
of the government. This is to ensure that government or public office holders conduct their duties
in a responsible manner. The legislature is a key oversight body by which transparency can be
ensured and enforced. The Federal and regional level institutions, executives and other
government officials are required by law to report periodically to their respective
legislature(Larbi, 2001). The legislative bodies as the highest representative body are
accountable to the people. They must be reflective of public and social concerns if it is to retain

public legitimacy and ensure its institutional accountability.

Legislative bodies have the authority to enact laws in order to address what they consider
undesirable behavior of people and promote accountability and transparency(Stapenhurst,
Johnston, & Pelizo, 2006).In this study, the legislative bodies refer to the House of the Peoples’
Representative, Council of AACA, the sub-city council and the “Woredas” council. Despite the
degree and magnitude of influence, the above-mentioned bodies have their own authorization to
call the executives to account for theirbehaviorswith the purpose of ensuring accountability and

ethics. However, the role played by the legislative bodies as formal institution in ensuring
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accountability in AACA is found to be weak andinadequate.Half of survey respondents142 (50
%) replied that the role of legislative bodies in ensuring accountability in AACA is low.
However, 60(21.1 %) and 82(28.9%) of them appraised the legislative bodies’ role as high and
modest respectively. It entailsthat the role played by the legislative bodies in controlling the
executive and promoting accountability in AACA is inadequate. The 2012 African Governance

Experts’ opinion survey also corroborates what is stated above.

According to the experts’ opinion survey, the effectiveness of the legislative control over the
executive is found to be very low in Ethiopia(UNECA, 2013). It conveys a message to the FDRE
Government as well as AACA to evaluate their commitments in enabling the legislative bodies
or city councils to fully exercise their power in a manner that can help ensure accountability.
However,two of the informants, whom the researcher met in Bureaus of Capacity Building and
Trade and Industry Development haveexpressedthepositive contributions of the legislative
bodies in promoting accountability and ethics in AACA. According to these informants,despite
the presence of limitations, the legislative bodies are enacting and promulgating proclamations
and directives that are helpful in restraining individual and institutional behaviors. In addition to
what is stated above, they added that parliamentarian committees from the FDRE Government as
well as from the Addis Ababa city council often exercise oversight roles in promoting

accountability and deter undesired behaviors in government’s functionaries.

Their roles includeexposing corruption, inefficiency and waste in administering and disbursing
publicmoney. The following are standing committees who are exercising oversight roles in
AACA: Legal and administrative affairs, government expenditure management and monitoring,
urban development and environmental protection affairs, municipal service and capacity building

and social affairs (http://www.aacc.gov.et/index.php/en/administration.html).

Substantiating what is stated above by key informants, itis affirmed that the Federal legislature

has shown determination in fighting corruption and unethical behaviors by passing a series of
laws though it is constrained by capacity limitations (K I L, 2012). TO mention a few, the

revision of criminal code (proclamation N0.414/204)which covers a wide range of acts of
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corruption and legal protection for whistleblowers, proclamation N0.430/2005 (contains key
provisions that address the issue of conflict of interest for procurement officials), proclamation
N0.515/2007 (seeks to promote and ensure a transparent, efficient,effective, and accountable
civil service), proclamation N0.590/2008 (seeks to ensure the right of citizens to access, receive
and impart information), proclamation N0.649/2009 (provide important provisions on property
administration), and proclamation N0.668/2010 (legislation on disclosure and registration of
assets). Besides what is noted above, the legislature has also ratified different international and
regional conventions and treaties on corruption. Among these, African Union convention on
preventing and combating corruption, the UN convention against corruption, and the UN

convention against transnational organized crimes can be mentioned.

The above stated facts imply that the Federal legislature has certainly put in place the necessary
legal instruments in order to ensure ethics and accountability in the country. However, it is
argued that the powers of the legislature to influence the activities of the executives are
constrained in practice than the constitutional powers given to them formally. As it is stated by
Mulugeta (2005), the Parliament is effectively dominated by the executive and in reality; it is an
organ to rubberstamp government decisions. Similarly,in analyzing the legislative-executive
interaction, Paulos(2007) has affirmed that the legislative is not in a position to make the
executive branch of government accountable. According to him, the members of parliament were
hand-picked by the central political leadership and passed through rigged elections although they
are claiming that they are genuine representative of the people. It implies that in most cases the
legislative body will not be able to challenge draft policy proposals, proclamations and

procedures as long as they are aligned with the interests of the executive.

In much the same way as the members of the HPR, AACA’s City Council has also enacted worth
mentioning proclamations, regulations and directives aiming at ensuring accountability in its
own jurisdictions. To mention a few, proclamation N0.6/2008 (Addis Ababa CityGovernment
civil servants’ proclamation), proclamation No0.16/2009 (A proclamation to Provide for the
Financial Administration of Addis Ababa City Government), Proclamation N0.17/2009 (the

Addis Ababa City Government Procurement and Property Administration Proclamation),
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proclamation No. 20/2009 (Proclamation to Establish the Mass Media Agency of Addis Ababa
City Government), Proclamation N0.29/2012 (City Government of Addis Ababa Office of the
Auditors General Re-Establishment Proclamation), Regulation N0.2/2009 (A Regulation to
Provide for Amendment of the Addis Ababa City Council Working Procedure). However,
despite the enactment of different proclamations by the Addis Ababa City Council, ensuring
accountability stillremains challenging. Therefore, the important question that should be raised
by future researchers should be how far the proclamations, directives and procedures enacted by
legislaturesat different levels of government or the city administrationare put into practice to

realize their very objectives.

7.2.2 Media

In order to strengthen accountability in any government, the role of media cannot be
underestimated. The significance of media in promoting good governance is paramount
(Sowunmi, 2010). Free and independent media have great significance for a free and open
society in making public agents accountable (Pope, 2005). Citizens’ control over decision-
makers would be possible when there is open access to information about official processes and
government decision making (EAHRI and East African Law Society, 2004/5). It has an
important role in monitoring as well as scrutinizing the actions of those in power and updating

citizens about them(Nogara, 2009).

Media can serve as a conduit in communicating information between individuals, groups, and
governments, and can help check governments’ actions by reporting responsibly. Especially, the
media plays a key role in revealing corruption and lifting up the awareness of society, promoting
integrity and accountability norms and practices(Mendes, 2013).Hence, governments should
learn to tolerate and recognize the contributions of an independent media in the reform process
as an important channel of communication (OECD, 1996). President Jefferson’s golden words
can tell us succinctly the very rationale for the existence of media. Writing to Edward Carrington

in 1787, Jefferson said the following:
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The basis of our governments being the opinion of the people, the very first object should
be to keep that right; and where it left to me to decide whether we should have a
government without newspapers or newspapers without a government, | should not
hesitate a movement to prefer the latter. But | should mean that every man should receive
those papers and be capable of reading them (Prat, 2005, p. 2; Willis, 2007, p. 139).

In a letter to Thomas Cooper in 1802 and French General Lafayette in 1823, Jefferson added that
the only security of everything is the free press and when it is not allowed to operate, all means
of the general effort will vanish (Willis, 2007).

Cognizant of the above stated fact, the FDRE Government has given the importance of Media
constitutional status. Article 29(2) of the FDRE Constitution and Proclamation N0.590/2008 can
be taken as an indispensable stepin the development of Media in the Country. The need for
freedom of information is clearly stipulated under Article 29(3) of the FDRE constitution. As
per the constitution, everyone has the right to hold opinions, freedom of expression and ideas,
regardless of frontiers, either orally, in writing or in print, in the form of art, or through any
media of his or her choice. The right provides the very foundation of a free media that has a duty
to inform, educate and entertain. In addition, the government has undertaken media reform in
the past for its betterment. However, the actual role of media in strengthening accountability in
Ethiopia in general as well as in AACAIn particular is found to be inadequate and below what it

has to be.

As it is noted above, media is a powerful instrument in restraining the power of government
officials and institutions. It can act as watchdog institution and capable of revealing the wrong
deeds of those who are in power and entrusted with authority. It entails that governments cannot
be held accountable if citizens are ill informed about the actions of officials and institutions. In
many countries, the media sector ideally performs a number of roles. It provides accurate and
reliable news and information to the public; it facilitates public debates and discussions on a
wide range of issues and it sometimes sets the agenda for such debate; it holds powerful state and

non-state actors accountable. In essence, independent media is a key factor in good
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governance(Kalathil, 2011). Heerden and Steyn(2012), conclude that an increase by one
standard deviation in a country’s level of press freedom reduces the level of corruption in that
country by 0.4 to 0.9 points. According to them, with a free press, members of the press will
have incentives to investigate misconducts committed bygovernment officials. Nevertheless, as it
is explained in the upcoming paragraphs, the development of independent media that is capable
of ensuring accountability in Ethiopia in general and AACA in particular are proved to be

unsatisfactory.

Despite the relative freedom, the media industry still faces serious restrictions on its
independence, assertiveness, transparency and impact on enhancing accountability. A number of
factors can be pointed out as deterrence of media development in Ethiopia in general and AACA
in particular. Principally, internal and external challenges are attributed to the prevalence of
media problems in Ethiopia.According to Dagim and Asemahegn (2014), weak institutional
capacity and poor professionalism are considered the internal challenges that are exacerbating
the problems of private media in Ethiopia. However, the most important challenge is the external
one. As it is stated by the above authors, the government does not recognize the very important
roles private media can play in the country. In addition, the culture of judging the private media
as enemy is threatening their very existence and contributions. Besides, the aforementioned
problems, governments’ intrusions and restrictive legal frameworks are identified as a bottleneck

for independent and free operation of media.

The Ethiopian Government is often criticized by different parties for violating its constitution
and deliberately holding back the development of media in the country albeit freedom of press
and other mass media right are guaranteed in Article 29(3) of the FDRE constitution.As
toDirbaba and Donnell (2012),despite the constitutional right to hold opinions, thoughts and free
expressions, various proclamations and laws have taken media governance back to the Marxist
regime, the time when media manipulation and control were highly exercised. In their critics
against the FDRE Government, they asserted that laws and policies that support greater press
freedom and critical journalism exist, however, Ethiopia’s media system is neither open nor

liberal. In their effort in explicating the repressive nature of proclamations and laws, the 1999
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media regulator law (proclamation N0.178/1999), the 2008 Mass Media and Information Law
(proclamation N0.590/2008), and the 2009 Anti-terrorism law (proclamation N0.652/2009) are
emphasized as important factors in jeopardizing the relationship between the government and the
press and limiting the freedom of journalists.

In much similar way with what is stated above, different national and international organizations
are criticizing the Ethiopian Government for its lack of commitment in promoting the
development of independent media in the country. Ethiopian opposition political parties, Civil
Society Organizations, International Human Rights Organizations, and Committee to Protect
Journalists (CPJ), Freedom House, Freedom Now and American State Department can be
pointed out as examples from among the organizations which are very critical of the

government’s actions.

As stated by Ross (n.d), the FDRE Government has spent years retreating from the international
norm of media right although the Ethiopian Constitution lays out the legal rights of citizens to
hold opinions, thoughts and free expressions. Ross, further, added that without freedom of
expression, it is futile to have transparent and accountable government. Self-censorship and
fearing critical of the government’s decisions and actions is the way of life in Ethiopia despite
these acts are prohibited by FDRE Constitution (Article 29, 3a) (Human Rights League of the
Horn of Africa, 2009, p. 2). Experts’ opinion on media freedom in 2012 African Governance
report survey verified that Ethiopia is one of the countries where media freedom is frequently
violated (UNECA, 2013).

In addition to what is noted above, the number of private media in Ethiopia is declining from
time to time. According to Dagim and Asemahegn(2014), the numbers of newspapers dealing
with political, economic, and social issues from July 2004 to July 2005 weresixty-three; whereas,
the total number of newspapers that included sports, culture, and arts, was one hundred-thirty-
four and the total number of magazines were forty-six. However, the total number of newspapers
and magazines circulated in January 2013 were eighteen and twenty-one respectively.

Nevertheless, out of the eighteen newspapers, only twelve of them focused on political,
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economic, and social issues; whereas, the rest focused on fashion, art, culture, and
sports.Similary, Abayneh (2017) has shown the fact that the number of private news papers that
are currently functional in Addis are very few in number.He also added that ‘Addis Zemen’ is a
government owned news paper that publish news on daily basis. Ethiopian reporter is a privately
owned and bi-weekly newspaper with the higherst number of circulation as compared to the
ninenews papers that are also privately owned and currently operating in Addis. This signifies
that the number and role of the press in reinforcing accountability and ethics is declining from

time to time.

The newspapers are mainly distributed and concentrated in Addis Ababa city (Skjerdal, 2010).
Taking into consideration the fact that the country media market is concentrated in Addis Ababa,
it will not be difficult to judge how it can potentially deter the efforts of ensuring accountability
and ethics in AACA.It becomes more difficult for citizens to hold public officials accountable in
a situation where the development of media is backpedaling.In addition to what is elucidated
above, deliberately established laws by the government have restrained the development of
Media in Ethiopia.In reference to this,Bertelsmann Stiftung (2014) stated that media and CSOs
have been forced by oppressive laws either to support the government line or to be dissolved.
The report added thatin 2011 and 2012, several publications and newspapers were banned.Self-
censorship, intimidation and harassment of journalists and reportersbecome the trend in the
country. Therefore, it can be inferred from the figures and facts mentioned above that the number
of press that can help to monitor and regulate the behavior of individuals or institutions are

declining from time to time.

The picture for radio and television broadcasting is similar. Most of the country’s radio and
televisons stations are owned and monopolized by the state. The country is characterized
bystrong state media institutions (Skjerdal, 2010). The roles ofradio and televisionprograms in
reinforcing accountability and ethics in AACA are insignificant and weak. Except few programs
that are broadcasting from abroad via satellite, the television stations are entirely owned by the
government.There are few privately owned FM radios in AACA. Neverthless, these FM radios

have limited scope and are mostly engaged in entertainment and advertisement activities
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(Nigussie, 2014).The media law environment is also criticized as undemocratic and a number of
laws are enacted to enforce self-censorship and act against media practitioners. Especially, the
situation become worse with the introduction of anti- terrorism laws and laws that are regulating

non-governmental organizations since 20009.

In addition to the media outlets discussed in the preceding sections, social media can also play
important roles in fostering accountability and ethics in AACA. This days the influence of social
media and user generated content was believed to be increased from time to time (Skjerdal,
2016). Likewise, Sileshie (2014) has explained that social meida is being expanded to the extent
that every one, who has access to computer, internet and who is skilled in using it, has the chance
to easily access, write and transmit messages and meet some common goals.In this line, it can
play a key role in facilitating the development of accountability and ethics. The use of social
media in AACA as well as the country at large isgrowing.As stated by (HRW, 2010) since 2010
Ethiopia’s information technologies have grown by leaps and bounds though the country still
lags far behind many African countries.The same report also explained that mobile usage is
increasing in the country. Neverthless, the internet usage is at an infancy stage and very limited
in coverage. In this regard, Hwang, et al., (2016) stated that the government owns and controls
the nations sole internet service provider, Ethiopia Telecom and only 0.5 percent of the

population is online.

There is no doubt that media condition in AACA is the mirror image of media situations in
Ethiopia. In order to have an insight on the state of media and the development of media in
Ethiopia and examining what the reality looks like in AACA, it is better to see back what is
stated on the preceding page about the number and development of media ranging from
2003/2004-2013.In addition to what is stated above, civil servants and informants have also
corroborated the fact that the contribution of media in restraining undesirable behavior of those
who are entrusted with authority in AACA is unsatisfactory. According to survey result, almost
closest to halfof the respondents 139 (48.9%) replied that the media role in restraining
institutional and individual behaviors in the city administration is negligible. However,
94(33.1%) and 51 (18 %) of them thought the role of media in ensuring accountability in AACA
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as modest and high respectively. The survey results which are demonstrated in Table 6.1
evidently revealedthe fact that media role in restraining the behavior of individuals and

organizations is inadequate and it is enmeshed with a number of problems.

In augmenting what is noted above, informants, whom the researcher interviewed in Addis
Ababa at Bureaus of Micro and Small Enterprises Development, and Trade and Industry
Development have confirmed the fact that media in Ethiopia in general and AACA in particular
is not vibrant in ensuring accountability, exposing corruption and unethical behaviors. These
informants explained that it is not the interest of theexecutives or those people who are taking
part in leadership positions in most cases to see the involvement of media in the affairs of the
organizations they are managing. There is also lack of access to information with the government
and the bureaucracy as needed. They rather give lip service to the public to be seen asvery
committed and responsible in fighting undesirable behaviors, they added. An informant from
Land Development and Management Bureau hasexpressed his concern stating that“an important
media program which is known as “Aynachine” is vanished from the Television broadcast.”As
he replied, fearing the involvement of media in government’s affair is not only limited to AACA;
it is rather the common problem in the country.Similarly, question was asked to service
recipients about the functions and roles of media in ensuring accountability in AACA.Many of
these respondents replied that the involvement of media in ensuring accountability in AACA is
very limited.

As it is noted in the preceding discussions, Ethiopian Government has been criticized by
different international organizations,opposition political parties and researchers for its lack of
commitment in the promotion and development of free and independent Media. However, it
does not mean thatmedia did play nothing in promoting and ensuring accountability in AACA,
rather, it is to underscore the fact that the progress of media is backward looking and its role is
inadequate and unsatisfactory.Informants, whom the researcher met in Bureau of Capacity
Building, stated that “AACA mass communication agency is exerting efforts to ensure

accountability in the city administration though the participation of private media is trivial.”
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What has been discussed above help a hand to the readersbetter understand the commitmentsof
the government in promotingfree and independent media in the last decades. As it is stated by
Bruentti and Weder (2003), media growth has its own implication in the course of ensuring
ethics and accountability in government. Nevertheless, its role in AACA is not encouraging.

7.2.3 The Courts (Judiciary)

The Judiciary is the branch of government which is responsible for the settlement of disputes,
enforcement of civil and criminal cases, and interpretation and protection of the law of
countries(Agbola & Sokro, 2012). In many of the political systems, courts play a formidable role
in safeguarding the constitution and restraining the power of governments (Mulgan,
2000).Indeed, Ethiopia has established a constitution to ensure the independent function of the
judiciary and brings aboutaccountability in the country. As per the FDRE Constitution Article
50(1), there is constitutional division of state’s authority between legislative, executive, and
judicial branches.The main purpose of this constitutional division of power is to prevent state

authority from being exercised arbitrarily by any one of the three branches of government.

According to Temesgen (2012), the principal purposes of making the judiciary independent is to
allow the institution discharge its duties without illegitimate interference of either the legislative
or the executive branches of government. The judiciaries are responsible in administrating justice
and punishing public officials who are abusing public offices.However, there are different critics
on the effectiveness of the judiciary and positions of the Ethiopian Government on it. According
to the report by Bertelsmann Stiftung (2014), the executive branch of government has
undermined the judiciary in Ethiopia though the latter is officially an independent institution.
The appointment of judges and high-level officers are the prerogatives of the political leadership

in order to ensure that the government interests are protected.

In line with what has been stated above, employees in the survey replied that, the role of courts
in ensuring accountability in AACA is low. In the survey, 79 (27.8%) of them replied that the
role of judiciary in ensuring accountability is high. However, 88 (31%) and 117 (41.2%) of them

felt its role as modest and low respectively. It entails that the judiciary as formal accountability
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institution is not discharging its role at reasonable level of expectationsand government has to do

more to get the maximum benefit out of it.

Two informants, whom the researcher interviewed in Addis Ababa, at Bureau of Capacity
Building, however, explained thatthe judiciary often makes independent decisions to make
individuals and institutionsaccountable. However, contrary to theseinformants, corruption
perception surveyconducted by Kilimanjaro International Corporation Limited stated that
thejudiciary isstood as one of the most corrupted institutions in the minds of survey respondents.
The lengthy and complex judicial process and the demand for bribe were identified as problems
encountered by the users (K I L, 2012; Walta, 2015).Similarly, service users were asked their
opinions about the functions and roles of the judiciary in AACA. Many of them argued that the
judiciary process in AACA is very arduous anddifficult to get things done easily. Especially, two
service recipients from Land Development and Management office expressed their views stating
that unethical behavior and corruption is an essential problem in many government offices in
AACA. According to these informants, corruption and unethical behaviors in Land Management
and Development Bureau continues to affect the people in Addis Ababa as the judiciary system
is ineffective and working in favor of the rich and corrupted officials. As to these service users,
most people in prefer to be defendant than an appellant. Therefore, KIL corruption perception
survey, the employees’ survey result, the views of service recipients and secondary sources
consulted proved that the role being played by the judiciary as oversight or regulatory institution
in ensuring accountability in AACA isinadequate and unsatisfactory. It entails that the
government has to do more to enable the judiciary operate independently and at reasonable

degree of acceptance.

7.2.4 Administrative Tribunals

AACA has established administrative tribunal on the basis of AACA’s Civil Servants
Proclamation N0.6/2008 to improve the state of accountability in the city. This proclamation was
also prepared on the basis of one of the components of CSRP which is known as human resource

management. The Administrative Tribunal was established with the objective of hearing appeals
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which are brought to it by AACA employees and adjudicating the dispute. It may include
reconsidering and emending the decisions if it is found to be wrong or approving it. The AACA
tribunal would revise administrative measures taken by any of the organizationwhich is operating
under the city administration’s jurisdictions and which is submitted to it in the form of appeal by

civil servants.

Fig.6.1above shows the responses obtained from employees in the survey. As per survey result,
142(50%) of them replied that the role of the institution in enhancing accountability is low and
the remaining 85(29.9 %) and57 (20.1%) of them appraised its role in ensuring accountability in
AACA as modest and high respectively. It illuminates the fact that as one of the accountability
mechanisms, the role played by the administrative tribunal cannot be totally undermined.
Informants, whom the researcher interviewed inAddis Ababa at the Bureaus of Micro and Small
Enterprises Development and Capacity Building, have expressed their positive feelings on it. As
per the views of these informants, despite the possible existence of few problems like capacity
limitations, the administrative tribunal is doing its job fairly and in compliance with the law
specified. They further witnessed that in many cases, the administrative tribunal has reversed
decisions made by bureaus against their employees verifying the fact that it was wrongly
decided.

In comformity with what is acknowledged above, Ayana (2011),in his work expressed that
AACA’s administrative tribunal is operating in compliance with the law and in a legally and
procedurally sound manner. However, high involvement of politically appointed individuals in
the affairs of the disciplinary committee and lack of better understanding of the substantive and
procedural laws by disciplinary committee members are among the major problems notified. He
has also elucidated further the fact that the practices of the disciplinary committee are entangled

with many problems.

According to Ayana, making disciplinary decisions without giving due attention to the rules and
procedures, failure to give equal hearing opportunity to the defendant and the appellant,

weaknesses in scrutinizing evidences before the recommendation of penalties, failure to
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complete the trial process within reasonable time schedule are among the erroneous acts
committed by the committee members. Giving less emphasis to the relevance and adequacy of
the information and giving recommendation on the basis of irrelevant information or on the basis
of facts which are not stated in the charges arealso noted as important problems of disciplinary

committee.

Likewise,informants, whom the researcher interviewed at the Bureaus of Micro and Small
Enterprise Development,and LandDevelopment and Management,have also agreed with the
problems associated with the management of disciplinary cases. These informants have
expressed their strong concern while stating “whenever disciplinary committee members are
elected, there is direct and indirect intervention by top executives with the intention of

manipulating the committee’s decisions and satisfy their own personal desires.”

To put it in a nut shell, there are violations of rules and regulations at the level of disciplinary
committee. Here, it is possible to deduce that the political commitment of leaders in correcting
the problems associated with disciplinary committees and bringing about accountability and
better service are lacking. It rather implies that the disciplinary committee weaknesses are the
result ofpoorly committed organizational leaders, politicization of committee members and
absence of sanctions for the wrong acts committed by the committee members.

Therefore, it is beyond the shadow of doubt that what is noted above is weakening the state of
accountability in AACA and at the same time,it gives the way for the violation of the ethical
principles. However, it does not mean that it is not contributing at all in ensuring accountability
in AACA. It is rather intended to convey a message that the disciplinary committees in AACA

have deficiencies in discharging theirduties and responsibilities.

7.2.5 Office of theAuditors-General (OAG)

An effective public-sector audit activity is essential to strengthen governance and increasing
citizens’ ability to hold their government accountable.Auditors’ functions are crucial in the

public sector for promoting credibility, equity, and appropriate behavior of government officials,
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and for reducing the risk of public corruption. Therefore, government audit activities should be
managed properly to achieve these objectives. In addition, auditors must be empowered to act
with integrity and produce reliable services(Zeleke, 2007).In this regard, the FDRE Government
has taken important measures in addressing the problems mentioned above. To mention a few,
issuing proclamation No. 68/1997 and the issuance of internal audit procedure manual for the
public sector and the issuance of proclamation No. 235/2001 to establish the FEACC and the
implementation of CSRP are clear indicators of government’s concern to promotegood
governance in the Ethiopian public sector (Ibid, 30).There is no doubtthat AACA Auditor-

General also occupies an important position in ensuring accountability in the city administration.

As it is demonstrated in table 6.1, the role of Auditor General as accountability institution in
AACA is thoughtby the majority of survey respondents as modest. From among the employee
respondents, 117(41.2%) of them replied that the role of Auditors General in ensuring
accountability in AACA is low. However, 50 (17.6%) and 117 (41.2 %) of them replied as high
and modest respectively. It entails that further effort is required from the government side to
enable the institution function to its fullest potential.In supporting what is stated above, key
informants, whom the researcherinterviewed in Addis Ababa at Bureaus of Capacity Building,
Micro and Small Enterprises Development, Trade and Industry Development have put the roles
of office of Auditor General in a better position in auditing and revealing different misconducts
related to financial and accounting procedures as well as issue related to abusing of public
resources despite the power to act on the reports is dependent up on the willingness and capacity
of elected politician and government. As to these informants, as oversight institutions,it is doing
well. However, they added that in order to enhance its performance at reasonable level, more

autonomy and enabling environment has to be given to the institution.

7.2.6 Federal Ethics and Anti-Corruption Commission (FEACC)

FEACC was established in May, 2001 by Proclamation number 235/2001. The establishment of
the institution was not stipulated in the FDRE constitution. However, it was instituted as an

accountability mechanism capable of investigating and prosecuting, checking and preventing
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corruption and other improprieties through the promotion of ethical values in the society (HPR,
2001).

The FEACC was commenced in response to the inefficiency and ineffectiveness of the public
management system (Arsema, 2010). It was established with the following functions: Creating a
society where corruption will not be tolerated by promoting Ethics and Anti-corruption
education, prevent corruption offences and other improprieties by examining the practices and
procedures in government offices and public enterprises, create and promote integrity in public
service by detecting, investigating and prosecuting alleged or suspected cases of corruption
offences and other impropriety, ensure the preparation and follow up of the implementation of
codes of ethics for public servants.

Survey result below, however, revealed that the commission is still left with a lot of tasks
toaccomplish in order to meet its objectives to the fullest level possible. In the survey, 100
(35.5%) of the respondents replied that the role of the commission in ensuring accountability in
AACA is low. However, 95(33.5%)and89 (31.3%) of them praised thatthe commission’s role as
modest and high respectively. It is an indication that the fight on corruption as well as
unaccountable acts is not a success story and the commission has to do more to ensure

accountability and ethics in AACA.

Ethiopian’s challenges in fighting corruption is noted in 2011 APRM report. The report
described that Ethiopia faces implementation challenges in the fight against corruption. Mainly,
capacity constraints for inspection and prosecution on cases of corruption, limited judicial
procedures, tolerance of the general public on corruption and absence of fully developed civil
service code of ethics are mentioned as the main constraints in the fight against corruption
(NEPAD, 2011).

Lack of independence of the institution is another challenge. According to Tewodros (2011), the
commissioner and the deputy commissioner positions are both political appointment and FEACC
is not independent enough to challenge the corrupt acts of the executive. He further added that

appointees who are perceived to be ruling party yes-men or women will hardly secure public
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trust to make the commission’s work successful. In addition, informants whom the
researcherinterviewed in Addis Ababa atthe Bureaus of Micro and Small Enterprises
Development and AACA Municipal Ethics and Anti-Corruption Office revealed that the above
views are the widely shared opinions among them. They havealso added other problems related
to the roles of Ethics and Anti-corruption office in ensuring accountability and ethics in AACA.
As they have stated, the most important problem in building ethical and accountable public
agents in AACAlies on the political leadership and FEACC. According to theseinformants, the
establishment of strong Ethics and Anti-corruption office in AACA is not the interest of the
majority of executives. They added, as a consequence, successful achievement has not been

registered yet.

Corroboratingthe arguments mentioned above, they questioned why AACA is thwarted from
establishing an independent commission to date (2016) and become dependent in most cases on
the FEACC. They added that except Diredawa and AACA, all regional states have their own
Ethics and Anti-Corruption Commissions. The regional Ethics and Anti-Corruption office
establishment is extended up tothe “Woreda” level. However, Ethics and Anti-Corruption offices
in AACA are poorly organized, and their functions are very superficial and existing by name
alone. They have expressed their strong concern while stating “it is the same as devolving
insufficient number of police forces in a place where high level of crime is being committed”.
The best way to improve the situation is to change the current ethics and anti-corruption

structures and the way they are functioning in AACA.

The Council of Ministers Regulation No. 144/2008 stated that Ethics Liaison Units shall be
established in public offices and public enterprises in order to coordinate ethical issues and give
advice to the head of public offices and public enterprises. However, an informant in Addis
Ababa City Municipality was critical of the implementation of the rule stated above.This
interviewee expressed his concern while stating“Closing the eyes to the above regulation,
AACA’s Mayor Office has spent couple of years without establishing ethics and anti-corruption
offices.” As to this informant,it is in 2014, the current AACA Mayor allowed the implementation

of regulation N0.144/2008 at the Municipal level. It will be left for future researchers to examine
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why an independent commission is not allowed in AACA.Sixsolid years are passed away to
implement regulation N0.144/2008 and establish an ethics and anti-corruption office at the
municipal level. As it is further revealed from the interview, some of AACA’s bureaus do not
have workable ethics and anti-corruption offices thoughall public offices and public enterprises
are granted these powers and duties by the Council of Ministers Regulation N0.144/2008. In
addition to this, he haspointed out that FEACC has failed to effectively monitor and control why
these bureaus did not establishworkableethics and anti-corruption offices as per regulation
N0.144/2008. It entails that leaders’ commitment in the implementations of proclamations, rules
and regulations is very weak. It can be used to substantiate the argument that the realization of
strong ethics and anti-corruption offices is not the interest of those who are entrusted with public
responsibilities. The reality in AACA’s Land Development and Management Bureau can be used
as an example to justify the problem stated above.

AACA’s Land Development and Management Bureau is identified as the most corrupted
institution by the study conducted by the World Bank (2012) and (K | L, 2012), the study
commissioned by FEACC. However, it is still violating the Council of Ministers Regulation No.
144/2008 which states that Ethics Liaison Units shall be established in public offices and public
enterprises. Service recipients were also asked their views about the functions and roles of Ethics
and Anti-Corruption offices in AACA. Some of them do not have the information about the
establishment of Ethics and Anti-Corruption offices in many of AACA’s bureaus. Those service
users who do have the information about the establishment of Ethics and Anti-Corruption offices
greatly doubt their capability in preventing and correcting corrupt practices in government
offices in Addis Ababa. In this regard, two service users from Bureaus of Trade and Industry
Development and Land Development and Management replied that Ethics and Anti-Corruption
offices that are established in many government offices are very weak and the people assigned to
run these offices do not have the necessary power and the commitment in fighting corruption and
unethical practices as effectively as possible.Informants in Bureaus of Land Development and
Management, Trade and Industry Development and AACA’s Municipal Ethics and Anti-
Corruption office have expressed their concern while stating*“the centralization and concentration

of power in the hands of FEACC make the fight against corruption and unethical practices in
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AACAvery problematic.” The above mentioned basiclimitations can give support to justify
thelimited impact FEACC has brought inpromoting accountability in the country in general and
AACA in particular.

7.2.7 Ombudsman

Ombudsman is considered as a democratic mechanism for making public and private services
accountable to the citizens (Gilad, 2008). Resolutions of individual grievances and general
quality assurance and improvement of public or private services are the very important functions
of ombudsman (Harlow, 1978; Harlow & Rawlings; 1997 & Senevirtane, 2002 as cited in Gilad,
2008). In Ethiopian context, the establishment of institution of Ombudsman is stipulated in
Article 55 (15) of FDRE Constitution. As per this provision, the HPR endorsed proclamation
211/2000, which resulted in the establishment of the Ethiopian Institution of Ombudsman. The
Ombudsman institution was established to prevent and correct arbitrary administrative actions of
the executives and to provide the chance to the public to assure that the basic rights are not
violated. In accordance with article 5 of proclamation 211/2000, the objective of Ombudsman as
an accountability institution is to bring about good governance by which citizens’ right and

benefits are respected by the executive organ.

The office of Ombudsman is entrusted to an independent, impartial functionary who is
accountable to the parliament. The very reason for itsexistence is to receive complaints from
aggrieved persons against public institutions and public officials and launches an investigation
on its own initiatives and recommends corrective actions. It is presumed to play a watchdog role
over the interest of the public. However, as per the respondents of this study, such as employees
and service recipients, the role played by Ombudsman as accountability institution isnegligible.
Service recipients, whom the researcher interviewedin Addis Ababaat Bureaus of Land
Development and Management and Road and Transport have felt Ombudsmanaspoorly
performing organ and less receptive to the public demand. In addition, a considerable portion,
that is 182(64.1%) of survey respondents rated the role of Ombudsman as low compared to other
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public accountability bodies. It is only 39(13.7 %) and 63(22.2 %) of them who thought its role

as high and modest respectively.

As it is noted inTable7.1, the summary of surveyresponse on the role of Ombudsman as
accountability mechanisms is depicted. From among the accountability mechanisms rated by the
employees, Ombudsman is found to be less performing followed by Human Rights Commission,
Civic Society Organizations, and International organizations.Key informants, whom the
researcher interviewed in Bureaus of Capacity Building, Micro and Small Enterprises
Development, and Trade and Industry Development, have similar sentiments with theresponses
given by service recipients and employees. Especially, an informant, with whom the
researcherconducted an interview in Bureau of Micro and Small Enterprises expressed his
concern while stating“the performance problem on ombudsman is evident;however,its
effectiveness largely depends on the willingness and commitment of the political leaders or
government officials in enforcing its recommendations.” He stated that the Ombudsman often
organizes and conducts workshops, which have created opportunities for learning between
service recipients and top officials. In addition, it releases different publications and news to the

public through electronic and paper media outlets.

In addition to what is discussed above, corruption perception survey commissioned by
FEACC, revealed that the institution of Ombudsman is constrained by the limited human
resources(K I L, 2012). Furthermore, recommendations given by the institution of ombudsman
do not always have the desired effect as powerful public officials and bureaucrats tend to resist

the implementation of the recommendations.

7.2.8 Human Right Commission

In accordance with Article 55 (14) of the FDRE constitution, proclamation 210/2000 was
enacted to provide for the establishment of the Ethiopian Human Right Commission. Article 5 of
proclamation 210/2000 stipulates that the objective of the Human Rights Commission is to
educate the public to be aware of human rights, ensuring that human rights are protected,

respected and fully enforced as well as to take the necessary measure when they have been
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violated. As it is depictedin Table 7.1, the majority, that is 199(70.1%) of the respondents replied
that the role of Human Rights Commission in ensuring accountability in AACA is low. But,
47(16.5%) and38 (13.4 %) of them have rated the roles of the commission as modest and high
respectively. This suggests that the institution is performing below the average. In addition, one
service recipient,whom the researcher interviewedin Addis Ababa at Bureau of Land
Development and Managementin face-to- face interview hasdescribed the institution as weak and
existing by name alone. The results obtained from survey and service recipients convey a
message to the government and the people who are in charge of the institution the fact that the
very rationale for the existence of the institution is not still began to be realized and a lot of work

is required.

There are also people who are arguing that the Ethiopian Constitution has deliberately weakens
the judiciary and the human right situations of the country is declined. There is written evidence
that supports this argument. As it is stated byMgbako, et al.(2008), the Ethiopian political system
is influenced by the Marxist ideology and it further weakens the judiciary, including the
deprivation of the power of judicial review. According to them, the judicial review power is
given to the House of the Federation (HOF), which is a political organ and not free from the
influence of the executive branch of the government. Consequently, fundamental rights and
freedoms may be compromised to political considerations favoring the ruling party.It implies
that whenever, human right violations or decisions against the constitution are committed by the
executive branch of the government, the power of HOF in restraining the wrong deeds of the

government become weak.

7.2.9 Civil Society Organizations

The other important point that we should not overlook in dealing with accountability institutions
in AACA s the role of civil society organizations. Civil society is recognized as an important
agent in promoting good governance in general and accountability in particular(Ghaus-Pasha,
2007).According to thisauthor, civil society is described as a broader concept which subsumesall
types of organizations and associations that exist outside the market and the state. When formal

institutional mechanisms and the state are strong, it plays a supportive role. When formal
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institutions are in a state of disorder, civic engagement can compensate institutional weaknesses
(Sarker & Hassan, n.d). The public opinion expressed through organized civil society is
propitious to the citizens to haveresponsible government (Scrib inc., 2014). It implies that the
public accountability can be reinforced through CSOs. However, the Ethiopian case in which
AACA is an integral part of it is criticized for its anti-civic society’s agenda. According to
Wondwosen (2009), CSOs for the first time played a very important role in Ethiopian history in
2005 election. However, after the election the relationship between the government and CSOs
get deteriorated. He further stated that, repressive proclamations have been enacted and the role

of CSOs reached freezing point.

Assertive and very active civil society institutions have been widely recognized as an essential
“third sector” (Ghaus-Pasha, 2007). Its strength can have positive influence on the state and the
market. Civil society is the very important organ in fostering good governance like transparency,
responsiveness and accountability (Sakyi and Bawole, 2004). Indeed, their role in enhancing
accountability in AACA as well as in the country at large is found to be very minimal. As to the
information obtained from informants, with whom the researcher conducted interview in Bureaus
of Micro and Small Enterprises Development, Road and Transport,Land Development and
Management and analysis of secondary documents, and employees’ survey, the role of CSOs and
non-governmental organizations in ensuring accountability in AACA as well as in Ethiopia in

general are found to be inadequate and unsatisfactory.

The works of some researchers also corroborate the fact that the role of CSOs is weakened in the
past few years in Ethiopia. There are also periodic reports by international organizations such as
Amnesty International, Human Rights Watch and the American State Department and others
criticizing the Ethiopian Government for enacting and promulgating laws against CSOs in the

country.

Thereisalso written evidence which validates the critics mentioned above. Bertelsmann Stiftung
(2014) stated that many CSOs are weakened in Ethiopia after the enactment of restrictive law by

the government.As it is expressed above, the Ethiopian Government has passed restrictive law
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against CSOs. In a similar vein, Mulat, Hopkins, and Noble(2009) stated thatthe very existence
of CSOs is threatened by exclusionary law. According to them,Ethiopian’s CSOs law is among
the most restrictive laws in the world. They added that the CSOs law restricts the Ethiopians’

right to freedom of association, and expression.

Likewise, Mulugeta (2005), in his study stated that the political philosophy of EPRDF does not
allow the free participation of CSOs in the country. As he explicated, driven by the ideology of
revolutionary democracy and Marxist-Leninist orientation, EPRDF Government considers the
opposition and CSOs, who wants to think independently, as the enemies of the state. ECA, 2007
experts’ survey has also proven the fact that the role of CSOs in promoting accountability and
transparency in Ethiopia is low(ECA, 2009). The majority of experts in ECA, 2007survey
unequivocally revealed that CSOs in Ethiopia rarely contribute or do not contribute to the
enhancement of accountability and transparency. The 2012 African Governance Experts opinion
survey has also appraised forty countries to know the actual role of CSOs in promoting
transparency and accountability. However, improvement was not shown compared to the
previous year’s survey; rather, the role of CSOs in Ethiopia is found to be the least next to
Gambia (UNECA, 2013). Therefore, Addis Ababa as the capital city of Ethiopia cannot be

exempted from the nationalproblems discussed above.

In much similar way with what is stated above, employees’ survey shows that the CSOs roles in
ensuring accountability in AACA are almost trifling. Considerableportion ofrespondents, that is
197(69.4 %) of them rated the role of CSOs in ensuring accountability in AACA as low; while,
59 (20.8 %)and 28 (9.9%) of them rated its role as modest and high respectively.Informants from
Bureaus of Land Development and Management, Capacity Building, Micro and Small
Enterprises Development have also acknowledged the weaknesses noted above. According to
them,the role of independent CSOs, especially, that are working in collaboration with AACA
with the objective of ensuring and promoting accountability are almost non-existent. However,
two informants, whom the researcherinterviewed inTrade and Industry Development Bureau,
have expressed their view stating that “AddisAbaba chamber of commerce is better interacting

with the bureau in promoting and ensuring accountability in AACA.”Therefore, from what is
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discussed above, it is possible to deduce that the role of CSOs in giving voice to the voiceless

and ensuring accountability in AACA is at infant stage.

7.2.10 International Organizations

Nowadays, international organizations have power to influence governments to ensure
accountability in their country. However, the role of international organizations in ensuring
accountability in AACA is found to be low. As it is replied by the employees in the survey, the
majorityof them that is182 (64.1%) of the respondents rated its role as low. However, 59 (20.8%)
and 43 (15.1%) of respondents feltthe roles of international organizations in bringing about
accountability in AACA as modest and high respectively. It denotes that the role being played by

international organizations in ensuring accountability in the city administration is insignificant.

Fourof the informants,whom the researcher interviewed in Bureaus of Trade and Industry
Development, Micro and Small Enterprises Development, Road and Transport, Land
Development and Management, however, replied stating that international institutions have roles
in the promotion of accountability in AACA. They have identified World Bank, UNDP,
Transparency International, IMF,Human Right Organizations and continental unions like the
European and African unions. They added that multi-lateral and bi-lateral agreements can be
cited as an evidence to show the contributions of international organizations. These international
institutions provide financial, material and technical support to governmentsand they use these

supports in order to ensure accountability.

7.3 Summary

The focus of this chapter was to analyze the role of oversight institutions in ensuring
accountability in AACA. It explains that differentwatchdog institutions are establishedin
Ethiopia in general and AACA in particular with the aim of enhancing accountability and
discouraging undesirable behaviors.One would expect that these institutions would work to
enhance accountability and ethics. However, in practice, multiple unethical and unaccountable

practices indicate that the country in general and AACA in particular continued to lack strong
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institutional mechanisms and commitments to deter undesirable behaviors and to
ensureaccountability. The roles of democratic oversightinstitutions or accountability mechanisms
that are important in promoting accountability in any government are found to be in poor state of
performances. In other words, their performances are lower than expected. In addition, the
weakness of these oversight institutions gives an opportunity for the executive to be unethical
and unaccountable. Many factors are attributed to their poor performances; however,

government’s lack of commitment takes the lion share of the problems.
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CHAPTER EIGHT

EFFECTS OF NPM ON ACCOUNTABILITY AND ETHICS IN AACA

8.1 Introduction

This chapter examines the relationship between accountability and ethics with NPM in AACA. It
also analyzes the effects of NPM on accountability and ethics. To do so and to make
interpretations, the chapter employed Bivariate Spearman Correlation and Ordinal Regression

analysis since labels are ordinal in nature.

8.2 Accountability and Ethics Relationship with NPMin AACA

To explore accountability and ethics relationship with NPM and to make the analysis and the
interpretation of the existing relationships among the variables easy,scale proposed by Cohen
(1988) was used. This guideline has considered range of correlation coefficients. As it is
indicated by Pallant (2010),if r= .10 to .29, the correlation is small; if r = .30 to .49,the

correlation is medium, and r value= .50 to 1.0 is larger correlation.

In order to determine whether statistically significant relationships exist between the variables
and to describe the strength and direction of such effects, Spearman Correlation analysis was
employed. The test for association was run for each dependent variable that needs to be assessed.
For instance, test for correlation between NPM and ethics (leadership and co-workers’ ethics)
was explored. Similarly, examination of correlation between NPM and accountability

(employees’, managers’, and organizations’ accountability)was checked.

Using the above guideline, the result in Table 8-1 had shown the presence of significant positive
relationship between NPM, and accountability and ethics. It also comprises larger and medium
correlation coefficients. Hence, statistically larger positive correlation is observed between NPM
and employees’ accountability (r=.697 ", p < 0.01),NPM and managers’ accountability (r= 665",
p < 0.01),NPM and leadership ethics (r=.717**, p< 0.01), and NPM and co-workers’ ethics (r=
564 p < 0.01). On the other hand, the correlation test between NPM and organizations’
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accountability reveals as they have medium level correlation though it has displayed statistically

significant and positive relationship (i.e., r=.385 ", p<0.01).

Table 8-1: Bivariate Spearman Correlations of NPM with Accountability and Ethics

Correlation” 1 2 | 3 | 4 | 5 | 6
Ethics
Leadership ethics 1.000
Co-workers’ ethics 507" | 1.000
Accountability
Employees’ accountability 505 | 473 1.000
Spearma | Managers’ accountability 558" | 430" | 580 | 1.000
n's rho Organizations’ accountability 232 | 185 | 428 | .498 1.000
R A17 564 | .697 .665 .385 1.000
NPM Sig. .000 .000 .000] .000 .000 .
N 121 121 121 121 121 121

**_Correlation is significant at the 0.01 level (2-tailed).

On the basis of the evidence presented so far, it is reasonable to expect that NPM has an impact
on accountability and ethics in AACA. However, the relationships revealed in the correlation
matrix do not able to concludeNPM’s effect on accountability and ethics.Therefore, it is required
to apply Ordinal Regression Model since it enables the researcher to know the effects of the
factors,order of importance and direction of the associationof all the factors that were considered

in a given model.
8.3 Ordinal Regression

Ordinal regression model was chosen in this study due to the nature of the variables.The
variables used in the model are characterized by ordered categorical labels(Rapp, 2012).Thus,
they do not give chancesto consider them as scaleand as continuous variables(Chen & Hughes,
2004). Besides,the real distance between categories does not seem to be constant and it does not
make sense to treat them as continuous. Therefore, ordinal regression becomes a preferable
modeling tool as it does not require the assumption of normality and constant variance, but the
assumption of parallel lines test across all levels of categorical outcomes are required(Workie,
2014; Elamir, 2010).
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Ordinal regression also permits the researcher to estimate the magnitude of the effect of the
explanatory variables on the outcome variables. Therefore, it is more reasonable if they are
treated through the log of the odds of the respondents’agreement and/or disagreementto the event
occurs. The log of the odds refers to the ratio of the probability that the event occurs by the

probability that the event does not occur in relation to the reference category.

In order to examine the effects of NPM on accountability and ethics in AACA, responses
collectedonemployees’ accountability,managers’ accountability, organizations’ accountability,
leadership ethics, and co-workers’ ethics were measured on ordered categorical, and five-point
likert scale. The five scales measurement ranging from strongly disagree to strongly agree
(strongly disagree, disagree, to some extent, agree, and strongly agree) were initially aggregated
and divided by their number occurrences so as to determineone summarized variable for each of

them.

Also, to enhance its readability and to make the interpretation of the output
manageable,responses representing strongly disagree and disagreeare recoded as disagree with
label=1 and responses which constitutes agreeand stronglyagreeare similarly treated as agree
with label =3; whereas,responses representing to some extent remained unchanged since they are

neither disagree nor agree to events occurred.

Likewise,the explaining variables used for predicting the effects ofNPM on accountability and
ethics were classified in the same way to keep their compatibilitywith the model. On the basis of
this, the distribution of variables (i.e., both dependent and independent variables) and the effect
of NPM over accountability (employees’, managers’, and organizations’ accountability) and

ethics (leadership and co-workers’ ethics) are presentedseparately.

8.3.1 Distribution of the Cases

Case analysis helps to understand the distribution oflabels assigned for each independent and
dependent variable in the model. This also assists the interpretation of the output obtained from

ordinal regression analysis, comparing with the label assigned to reference group, i.e., agree.

179



Accordingly, about 70.1%, 53.9%, 52.1%, 45.1%, and 56.7% of the respondents have agreed on
the presence of employees’ accountability,managers’accountability,  organizations’

accountability, leadership ethics, and co-workers’ ethics in AACA respectively.

Similarly, the majority of the participants i.e., about 55.3%, 56.0%, 54.2%, 56.7%, and 57.4%of
them havealso agreed on the presence of the practices of the followingNPM elements in
AACA:Result oriented performance evaluation, emphasis to output than input and process,
competition,private styles of management, and greater discipline and cost-cutting schemes in

resource use respectively(SeeTable 8-2).

The result above signifies that successful practice of NPM in developed countries does not imply
it can be conducted in the same manner in developing countries. In addition, the figures and
percentages above denote thatfive of the NPM elements are not implemented in the same way or
the same degree in AACA and not every element needs to be implemented to the same degree to
be able to call it NPM. It also proves the fact that AACA asthe capital city of a developing
country, Ethiopia did not fully and successfully put in place an all-inclusive NPM components.
As stated by Rabbi and As-Saber (2012), no developing country has fully applied the entire
NPM elements. According to these authors, the adopted practices in developing countries instead
showed limited success.

Table 8-2: Case Summary for Variables in the Model

Variables Case Processing Summary N Marginal
Percentage
1= Disagree 22 1.1%
Employees’ accountability 2= To some extent 63 22.2%
3= Agree 199 70.1%
1= Disagree 42 14.8%
Managers’ accountability 2= To some extent 89 31.3%
3= Agree 153 53.9%
1= Disagree 60 21.1%
Dependent  |organizations’accountability 2= To some extent 76 26.8%
Variables 3= Agree 148 52.1%
1= Disagree 67 23.6%
Leadership ethics 2= To some extent 89 31.3%
3= Agree 128 45.1%
> athi 1= Disagree 40 14.1%
Co-workers” ethics 2= To some extent 83 29.2%
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Variables Case Processing Summary N Marginal
Percentage
3= Agree 161 56.7%
— 0

Result oriented performance %;[T)('fsag{ﬁg axtent 12061 395_'260/?

oot evaluation 3=Agree 157 55.3%

ndependen . 1=Disagree 93 32.7%

Variables %;%aﬁﬁz)ﬁinfnhdaﬂfog"e%”tp“t P=To some extent 32 11.3%

3=Aqgree 159 56.0%

1=Disagree 91 32.0%

Competition 2=To some extent 39 13.7%

3=Aqgree 154 54.2%

. 1=Disagree 83 29.2%

rﬁ;'r\]’aatgr%tgrlfs of 2=To0 some extent 40 14.1%

g 3=Agree 161 56.7%

Greater discipline and cost-  [1=Disagree 88 31.0%

cutting schemes in resource  2=To0 some extent 33 11.6%

use 3=Agree 163 57.4%

Valid 284 100.0%

Missing 0

Total 284

8.3.2 Overall Model Test Information

Before examining the individual coefficients, one has to check for an overall test of the null
hypothesis that assumes effects of the location coefficients for all the variables in the model are
zero. Meaning, the model contains at this stage only intercept, it may change in -2 log
likelihoods when the variables are added to a model. Therefore, the change in likelihood function
has a chi-square distribution whether the cell may be composed of large and /or small observed
and predicted values.That means, chi-square distribution is the difference between the two log-
likelihoods i.e., the intercept and the final model in which the location variables have an effect. If
the difference between the two log-likelihoods in the model shown statistically significant at
P<0.05, it is required to reject the null hypothesis as it presupposes the model without predictors

is as good as themodel with the predictors.

The statistically significant chi-square statistics (P < 0.05) indicates that the final model gives a
significant improvement over the baseline intercept-only model.This informed the researcher
thatthe model gives betterpredictions than guessing based on the marginal probabilities for the

outcomecategories.
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Accordingly, the result obtained from the ordinal regression analysis in Table 8-3 for each
dependent variablemeasure chi-square value of statistically significant at P<0.01 and with Chi-
Square value=-2 Log Likelihood of 321.189 - 222.189 for employees’ accountability,362.492 -
266.127  for  managers’  accountability,326.979 - 291.712 for organizations’
accountability,403.581 - 294.539 for leadership ethics,and 342.070 - 265.127 for co-workers’
ethics. Thus, this calls for the rejection of the null hypothesis asit presupposes the model is good

disregarding the independent variables in the model.

Table 8-3: Model Fitting Information for Each Dependent Variable

Dependent Model -2 Log Likelihood| Chi-Square df Sig.
variables
Employees’ Intercept Only 321.189
accountability Final 222.189 99.001 10 .000
Managers’ Intercept Only 362.492
accountability Final 266.127 96.365 10 .000
Organizations’ Intercept Only 326.979
accountability Final 291.712 35.267 10 .000
Leadership ethics| Intercept Only 403.581
Final 294.539 109.041 10 .000
Co-workers’ Intercept Only 342.070
ethics Final 265.127 76.943 10 .000

Link function: Logit.

8.3.3 Goodness-of-Model Fit

The Goodness-of-Fit is given in Table 8-4. The table contains Pearson’s chi-square statistics for
the model and another chi-square statistics based on the deviance.lt entails that the goodness of

fit model in the ordinal regression is computed using Pearson and Deviance goodness-of-fit

measures from the outputs of observed and expected frequencies.
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The goodness of fit model criteria requires that the observed and expected cell counts are similar,
the value of each statistic is small, and the observed significance level is large to fit well the
model. In this case, the researcher obliged to reject the null hypothesis as it states thatthe model
fits if the observed significance level for the goodness of fit statistics is small.On the basis of
this, the test result had shown the fact that each of the models has large observed significance
levels, i.e., the significance test level should be required to be greater than 0.05(Table 8.5). Then,
the result confirmed that the data and the model predictions are similar and hence it has a good
model.

Table 8-4: Goodness of Model Fit

Dependent variables Chi-Square Df Sig.
Employees’ accountability Pearson 210.204 184 .090
Deviance 174.559 184 679

Managers’ accountability Pearson 202.343 184 .168
Deviance 194.256 184 .288

Organizations’ accountability Pearson 183.262 184 501
Deviance 204.669 184 141

Leadership ethics Pearson 198.075 184 227
Deviance 215.895 184 154

Co-workers’ ethics Pearson 194.151 184 290
Deviance 186.900 184 427

Link function: Logit.

8.3.4 Measuring Strength of the Association between NPM and Accountability
and Ethics

In linear regression model, the coefficient of determination, R? summarizes the proportion
ofvariance in the dependent variables associated with the predictor variables with larger R*values
indicating that more of the variation is explained by the model up to a maximum of 1.For ordinal

and logistic regression models, it is not possible to compute practically the sameR?statistic as
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what has been used in linear regression model. Instead, it uses Pseudo R-Squared (R?)statistics.
PseudoR’methods are used to estimate the coefficient of determination. The Pseudo RZindicates
the proportion of variations in the outcome variables accounted for by the explanatory variables.
The larger the Pseudo R-square is, the better is the model fit.

There are three types of pseudo RZstatistics known as Cox and Snell, Nagelkerke, and
McFadden. According to this measure, the model with the largest Rstatistics is best. Adequately
explained Pseudo R-Square is determined by the nature of the outcome variable, and the number
and characteristics of the independent variables included in the model.Here, the pseudo R? values
for instance Nagelkerke = .372, .335, .296, .362, and .278indicate that five ofHood’s (1991)NPM
elements included in the model only predict employees’accountability, managers’ accountability,
organizations’ accountability, leadership ethics, and co-workers’ ethics by 37.2 %, 33.5%,29.6%,
36.2 %, and 27.8 % respectively (Table 8-5).

The five NPM elements explain a relatively small proportion of variations in accountability and
ethics. This might be due to different factors that remain to affect accountability and ethics like
employees’, leaders’ and organizationalcharacteristics which can be determined by social,
behavioral, and economic factors. However, the result does not negate the fact that there is a
statistically significant and relatively large difference in accountability and ethics across selected

explanatory variables of NPM.

Table 8-5: Pseudo R-Square

Dependent variables Pseudo R-Square
Employees’ accountability Cox and Snell 294
Nagelkerke 372
McFadden 223
Managers’ accountability Cox and Snell .288
Nagelkerke 335
McFadden 173
Organizations’ accountability Cox and Snell 270
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Nagelkerke 296
McFadden 191
Leadership ethics Cox and Snell 319
Nagelkerke .362
McFadden 181
Co-workers’ ethics Cox and Snell 237
Nagelkerke 278
McFadden 141

Link function: Logit
8.3.4.1 Parameter Estimate

The parameter estimates table is the core of the output. It informs us specifically about the
relationship between the explanatory variables and the outcome. The parameter estimates
summarize the effect of each predictor variables. The sign of coefficient for covariates and
relative value of the coefficients give important insights on predictors’ effect in the model. For
covariates, positive (negative) coefficients indicate positive (inverse) relationships between
predictors and the outcome variables.

The parameter estimates for the dependent variables including employees’ accountability,
managers’ accountability, organizations’ accountability, leadership ethics, and co-workers’
ethicsacross the independent variables like result oriented performance evaluation, greater
emphasis to output than input and process,competition, private styles of management, and
greater discipline and cost-cutting schemes whichalso representthe existing NPMelements in
AACA are the crucial outputinforming about the relationship between the explanatory variables

and the outcome.

The parameter estimate mentioned inTable 8-6comprises two different coefficients including the
threshold and location coefficients. The threshold coefficients are not usually interpreted
individually since they only represent the intercepts specifically the point (in terms of a logit),

i.e.,the dependent variables predicted without considering the independent variables in the
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model. But,more information can be found at the location coefficients. The location coefficients
arethe main focus of the study to understand the magnitude of relationshipsand effects of the

explanatory variables over dependent variables called accountability and ethics.

Estimates for Employees’ Accountability: From the observed significance levels in Table 8-6,
result oriented performance evaluation was negatively related with employees’ accountability in
AACA at both labels of Disagree and to some extent.However, the remaining explanatory factors
like greater emphasis to output than input and process, competition,the private styles of
management,and greater discipline and cost-cutting schemes were negatively correlated with
employees’ accountability at lower labels of the response categories (i.e., Disagree). This is
because the response given is not positively representing the presence of the event under
consideration. Moreover, the result obtained from the ordinal regression model has shown the
inadequacies of the practices of result based performance evaluation in AACA. It wasmore likely
to reduce employees’ accountability by 58.89% and 65.8% respectively comparedto reference

group in the model.

The above responses and percentages show that accountability can be promoted by using
performance measurement. Similarly, NPM advocators insist that a stronger focus on public
sector performance improves accountability and performance management has been found to be
the means of displaying accountability within the public sector. As stated byAli, Elham, and
Alauddin (2014), provision of services to the citizens and accountability in government
organizations can be enhanced through performance based or result oriented management
system. Likewise,Haque (2007) has stated that output or result oriented performance
measurement has become one of the central bench marks for accountability to exist. Similarly,
Dubnick (2005)noted the fact that accountability and performance improvement are instrumental
to each other or one variable can reinforce the other. Therefore, the above result for employees as
well as managers and organizations here after verified the fact that accountability could be

enhanced through performance measurement system or result based performance evaluation.

According to Aly (2015), the public-sector reform initiatives,especially, the NPM has resulted in
the changing accountability concept; from procedural compliance accountability to
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accountability in terms of efficiency and result. However, performance management system can
be effective and successful in enhancing accountability only when it is properly put in place.The
result found does not show the success ofresult based performance management system in
AACA though there is a trend showing thepractice. Besides, as the survey result indicates,
AACA’s public administration has demonstrated a certain degree of deficiency in the adoption of
result based management system. It is therefore important to note that the challenges facing the
application of result based management or the factors that are hindering the successful
implementation of result based management system should be tackled carefully.

Similarly,not giving greater emphasis to output than input and process, inadequacy of
competition, limited practicesof the private styles of management, and the existence of weak
discipline and cost-cutting schemes in AACA are more likely to reduce employees’
accountability by 74.67 %, 44.73 %, 51.03 %, and 55.02 % at lower level compared to the
reference groups, i.e., compared tothose who have agreed on the existence of the practices of

these NPM elements.

Greater emphasis to output than input and process, changes that aim at introducing competition
mechanism with in public sector organizations, the private style of management and the
existence of discipline and cost-cutting schemes as important themes of NPMare established to
enhance accountability and ethics in the public sector.As stated by Walle and Hammerschmid,
(2011), opinion and evidence of whether NPM have actually contributed to the enhancement of
efficiency and cost saving is divided. However, there is some consensus on the fact that some
business like managerial reforms such as BPRand more economical procurement have helped to
reduce waste in the public sector. As these authors added, the main characteristic of NPM is to
do away with hierarchical public sector which is in many cases considered as inefficient.
Breaking down of the monoliths and introduced competition between units were believed to lead
to greater clarity and accountability in the public sector.Correspondingly, Mulgan (1997) stated
that the main rationale for contracting out and competition is to improve efficiency in service

provision and with the expectation of making service providers accountable.

187



Also, Lynn(2006)stated that the original assumption of NPM that wasaimed at introducing
relatively market like competitions and rewards proportional to performance would produce
more accountability than the rule bound bureaucracies of the old public management. There are
also different views on the effect of NPM on ethics. As stated by Maesschalck (2001), some
authors are assuming that NPM enhances ethics in addition to increasing economy, effectiveness,
and efficiency. Maesschalckfurther explained that the majority of scholars assume implicitly that
NPM will at least not have a negative impact on public servants’ ethics.The above argument
suggests that the introduction of NPM in the public sector will have positive impact on

employees’ and leadership ethics.

In line with the above argument, the analysis in Table 8.6, 8.7, 8.8, 8.9 and 8.10 revealed that
despite the implementation problems,NPM does not necessary have a negative effect on
accountability and ethics. Though the contribution of NPM is very limited, result oriented
performance, greater emphasis to output than input and process, competition, the private style of
management, and greater discipline and cost-cutting schemes as important NPM components

have impacted accountability and ethics in a positive way.

Table 8-6: Parameter Estimate for Employees’ Accountability

L 95% Confidence
0
\ariables with its labels ) Std. ) Odds ) -g Interval
Estimate Wald  |df [Sig. ] Likelihood
Error Ratio i o Lower | Upper
in %

Bound | Bound

Thresh Employees’  |Disagre
- -4.894 | .445|120.678 | 1 | .000 | 0.0074 | -99.25% | -5.767 | -4.021
old accountability e
To
some | -2.734 | .339 | 65.024 | 1 | .000 | 0.0650 | -93.5% | -3.399 | -2.070
extent
Locatio [Result Disagre
) -889 |.345| 6.631 | 1 [.010 | .4111 | 58.89% | -1.566 | -.212
n oriented e
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performance [To
evaluation some -1.073 | 523 | 4.211 | 1 |.040 | .3420 | 65.8% | -2.097 | -.048

extent

Agree 0? . . 0

Greater Disagre
) -1.373 | .363 | 14.336 | 1 | .000 | .2533 | 74.67% | -2.084 | -.662
emphasisto |e

output than  [To
input and some -854 | 491 | 3.026 | 1 |.082 | .4257 | 57.43% | -1.816 | .108

process; extent

Agree 0? . . 0

Competition |Disagre
-593 |.342| 3.003 | 1 |.083 | .5527 | 44.73% | -1.264 | .078
e

To

some .038 |.504 | .006 1].940|1.0387| 3.87% | -950 | 1.026
extent

Agree 0? . . 0

The private  |Disagre
-714 | 354 | 4.083 | 1 |.043 | .4897 | 51.03 |-1.407 | -.021
styles of e

management [To
some -396 |.487| 661 | 1 |.416| .6730 | 32.70% | -1.351 | .559

extent

Agree 0? . . 0

Greater Disagre
o -799 | .342| 5.460 | 1 |.019| .4498 | 55.02% | -1.470 | -.129
discipline and |e

cost cutting  [To
schemes some 550 |.590 | .868 1].352|1.7333| 73.33% | -.607 | 1.707

extent

Agree 0? . . 0

Link function: Logit. o
a. This parameter Is set to zero because it is redundant
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Managers’ Accountability: As noted earlier, managers’ accountability were represented
by aggregate outcome of the responses given on the basis of thefollowing indicators: The
manager often provide information about her/his actions to her/his immediate superior;
often has to explain and justify her/his actions to her/his immediate superior; If things do
not go the way that they should be done and found to be unjustifiable, she/he will be
sanctioned; if she/he carries out things the way that they should be done, she/he will be
praised; employees can hold managers accountable when their rights are affected by
her/his decisions; and the public can hold them accountable when their rights are affected

by her/his decisions.

On the basis of these aggregate result category, the parameter estimates for managers’
accountability inthe ordinal regressionmodel is shown, as the threshold level of
managers’ accountability =~ was  more likely to  decreasefor  those
respondentswhohavedisagreed andagreed to some extent on the presence of managerial
accountability by 97.51% and 79.2% respectivelyassumingthat everything is being
constant or comparing it with the reference group. Otherwise, if the five-mentioned pillar
of NPM were included in the model, the situations had been changed and confirmed their

significant effects up on the managers’ accountability.

Accordingly, those who have disagreed on the existence of the practices ofresultoriented
performance evaluation, emphasis to output than input and process, and private styles of
management compared to the reference group categories had revealed the presence of
statically significant effects of the factors on the level of the managers’ accountability
iINAACAatP< 0.05. Hence, if everything isassumed to be constant, the presence of
inadequate practices of result oriented performance evaluation, lack of giving emphasis to
output than input and process, and adhering inappropriate practices of private styles of
management approach were more likely to reduce managers’ accountability in AACA by
68.46%, 70.83%, and 62.39% respectivelycompared tothe reference group.However,
competition, and greater discipline and cost-cutting schemes in resources useas important

elements of NPM were not shown statistically significant difference (p>0.05).
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Table 8-7: Parameter Estimates for Managers’ Accountability

_ o Log 95% Confidence
Variables with its labels Estimate | S | Wald | df | Sig. |Odds Ratio|Likelihood in Interval
rror o Lower Upper
0
Bound Bound
Threshold Managerial Disagree | -3.692 | .330 | 125.192 | 1 | .000 | 0.0249 97.51% -4.339 -3.045
pocountability. [ToSome |y 570 | 245 | 41.004 | 1 | .000 | 02080 | 79.2% | -2.050 | -1089
Location |[Result oriented Disagree | -1.154 | .438 6.951 1 | .008 | 0.3154 68.46% -2.013 -.296
performance To some
ovaluation extent -1.081 | .301 12.890 1 | .000 | 0.3393 66.07% -1.671 -.491
Agree 0° . . 0 . . .
Greater emphasis |Disagree | -1.232 | .321 14.718 1 | .000 | 0.2917 70.83% -1.862 -.603
to output than inputTo some
and process extent -.435 409 1.131 1 .287 0.6473 35.27% -1.236 .366
Agree 0 . : 0 . : :
Competition Disagree -.404 391 1.068 1 | .301 | 0.6676 33.24% -1.171 .362
josome | 021 | 310 | 005 | 1 | .946 | 09792 | 208% | -628 | .586
Agree 0? . . o . . .
The private styles |Disagree -.978 .320 9.357 1 | .002 | 0.3761 62.39% -1.604 -.351
Pfmenagement  [Tosome | g5 | 393 | 2286 | 1 | .31 | 05516 | 44.84% | -1366 | .176
Agree 0° . . 0 . . .
Greater discipline |Disagree -.377 .308 1.496 1 | .221 | 0.6859 31.41% -.982 227
and cost-cutting  [To some
schemes in using  fextent 492 438 1.259 1 | .262 | 1.6356 63.56% -.367 1.351
resources Agree 0° 0

Link function: Logit. o
a. This parameter Is set to zero because it is redundant
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Organizations’ Accountability: Organizations’ accountability at threshold level i.e.,
without affected by the location variables by those respondents whohave disagreed and
agreed to some extent on the presence of organizations’accountability ismore likely to
reduce by 89.3% and 58.06% compared to those respondents who have agreed on the

presence of organizations’ accountability in AACA.

But when considering the basic pillar of NPM elements included in the model,
differences observed in explaining organizations’ accountability across the explanatory
variables, and hence, only two variables like practicing result based performance
evaluations and competition were shown the presence of statistically significant
difference on organizations’ accountability at P<0.05. As a result, if everythingis
assumed constant, organizations’ accountability is morelikely to reduceby 57.34% due to

the inadequacy of result based performance evaluation practices.

Similarly, organizations’ accountability is more likely to reduce by 58.1% from the
reference categories or from those who have confirmed the presence of the practices of
competition in AACA. Whereas, the remaining variables in the model including greater
emphasis to output than input and process,the private styles of management, and greater
discipline and cost-cutting schemes in using resources had not shown statistically
significant effects on the change of organizations’ accountability in the AACA (Table 8-
9).
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Table 8-8: Parameter Estimates for Organizations’ Accountability

Variab| s label ; Log 95%|Confidlence
ariables with its labels . Std. . T . nterva
Estimate Error Wald df | Sig. |Odds Ratio leell(;)ood N ower Upper

Bound Bound

schemes in using fextent

Threshold Organizations’ Disagree | -2.235 | .250 80.129 1 | .000 | 0.1070 89.3% -2.724 | -1.746
ocountability —rosome | _ggq | 214 | 16474 | 1 | 000 | 0.4194 | 5806% | -1.289 | -450
Location [Result oriented Disagree -.852 .288 8.747 1 | .003 | 0.4266 57.34% -1.417 -.287
performance To some 9
P valuation jOSOMe | -113 | 436 | 067 | 1 | 796 | 08932 | 10.68% | -.968 | .742
/Agree 0% . . 0 . ) .
Greater emphasis  Disagree -.300 .309 940 1 | .332 | 0.7408 25.92% -.907 .306
e "PuTOSome 565 | 384 | 479 | 1 | 489 | 07672 | 2328% | -1017 | .487
Agree 0 . . 0 . . .
Competition Disagree -.870 361 5.797 1 | .016 | 0.4190 58.10% -1.578 -.162
To some
extent .028 .298 .009 1 | .925 | 1.0284 2.84 -.555 .611
Agree 0? 0
The private styles |Disagree -.491 .308 2.537 1 | .111 | 0.6120 38.80% -1.094 113
of management 10SOMe | 463 | .370 | 1566 | 1 | 211 | 0.6294 | 37.06% | -1.189 | .262
/Agree 0% . ) 0 . ) )
Greater discipline |Disagree -.213 297 513 1 | .474 | 0.8082 19.18% -.795 370
and cost-cutting -~ Tosome | 460 [ 406 | 1288 | 1 | 256 | 1.5841 | 5841% | -335 | 1.256
0

resources Agree 07

Link function: Logit. o
a. This parameter Is set to zero because it is redundant
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Leadership Ethics:Leadership ethics was representing the aggregates of responses given
for the following:shows a strong concern for ethical and moral values; communicates
clear ethical standards for members; sets an example of ethical behavior in decisions and
actions; is honest and can be trusted to tell the truth; keeps his/her actions consistent with
the stated values (“Walk the talk”); is fair and unbiased when assigning tasks to
members; can be trusted to carry out promises and commitments; insists on doing what is
fair and ethical, even in a difficult situation; acknowledges mistakes and takes
responsibility for her/him; regards honesty and integrity as important personal values;
sets an example of dedication and self-sacrifice for the organization,opposes unethical
practices to increase performance; is fair and objective when evaluating members’
performance and providing rewards; puts the needs of others above her/his own self-
interest; and holds members accountable for using unethical practices in their work.

As mentioned in Table 8-9 below at threshold level of respondents who havedisagreed
and agreed to some extent on the presence and adequacy of leadership ethics in AACA
are more likely to reduce by 95.68% and 70.68% respectively compared to those
respondents who have agreed on the presence of ethicalleadership.Moreover, from
explaining variables included in the model,four of them such as greater emphasis to
output than input and process, competition, the private styles of managementand greater
discipline and cost-cutting schemes in using resources had explained leadership ethics
significantly at P<0.05 though their degree varies across subsequent labels.
Accordingly,not giving greater emphasis to output than input and process, inadequate
competition, absence of private style management, and existence poor discipline and
cost-cutting schemes in resourcesuse were more likely to reduce quality of leadership
ethics by 70.65%, 60.86%, 53.56%, and 63.80%respectively compared to therespondents

who have agreed on the presences of the practices of the above NPM elements.
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Table 8-9: Parameter Estimates for Leadership Ethics

5 -
\Variables with its labels Std Log » A)Iﬁt%rr]\flladlence
Estimate E ' Wald df | Sig. |Odds Ratio|Likelihood in
rror % Lowe(; Uppe(ti
Boun Boun
Threshold |Leadership ethics Disagree | -3.143 | .295 | 113.269 | 1 | .000 | 0.0432 95.68% -3.722 | -2.564
g)ftesr‘]’tme -1.227 | 226 | 29534 | 1 | .000 | 02932 | 70.68% | -1.669 | -.784
Location |[Result oriented Disagree -.188 292 414 1 | .520 | 0.8286 17.14% -.761 .385
performance To some
evaluation extent -.340 428 .634 1 | .426 | 0.7118 28.82% -1.178 498
Agree 0° . . 0 . . .
Greater emphasis |Disagree | -1.226 | .315 15.135 1 | .000 | 0.2935 70.65% -1.843 -.608
to output than inputTo some
and process extent - 147 .382 3.825 1 | .050 | 0.4738 52.62% -1.496 .002
Agree 0 . : 0 . : :
Competition Disagree -.938 .300 9.806 1 | .002 | 0.3914 60.86% -1.525 -.351
;‘(’t;?{“e 092 | 376 | .060 | 1 | .806 | 09121 | 8.79% -829 | .645
Agree 0? . . o . . .
The private styles |Disagree -.767 311 6.061 1 | .014 | 0.4644 53.56% -1.377 -.156
Pfmenagement  [Tosome | 574 | 377 | 2320 | 1 | .128 | 05633 | 4367% | -1313 | .165
Agree 0° . . 0 . . .
Greater discipline Disagree | -1.016 | .301 11.368 1 | .001 | 0.3620 63.80% -1.607 -.425
and cost-cutting  [To some
schemes extent -.655 .393 2.781 1 | .095 | 05194 48.06% -1.424 115
Agree 0° 0

Link function: Logit. o
a. This parameter Is set to zero because it is redundant
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Co-Workers’ Ethics: Similarly, co-workers’ ethics was established from the aggregates
of responses given for the following: they do respect the rule of law in the performance
of their duties; they are impartial in the performance of their duties; they often
demonstrate loyalty in the performance of their duties; they are open and transparent in
discharging their duties; they often demonstrate integrity in their work;they perform their
duties professionally; they often give respect to citizens and fellow civil servants;they are
honest in the performance of their duties; they give priority to the public interest than
their own;they are neutral in the performance of their duties; they often adhere to clear
standards that are seen as just and reasonable;they hate very much corruption and theft;

and they are efficient and effective in the performance of their duties.

These aggregate dependent variables were statistically significantly explained by the
following: greater emphasis to output than input and process and greater discipline and
cost-cutting schemes in resource use are among NPM elements included in the model.
Therefore, not giving greater emphasis to output than input and process, and existence of
poor discipline and cost-cutting schemesin using resources are more likely to reduce
coworkers’ ethics by 67.70% and 64.73% respectively from those respondents who have
agreed on the presence of giving greater emphasis to output that input and process, and

discipline and cost-cutting schemes in resource use in AACA.
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Table 8-10: Parameter Estimates for Co-Workers’ Ethics

5 -
Variables with its labels Std Log » A)Iﬁtc;?\tgence
Estimate E ' Wald df | Sig. |Odds Ratio|Likelihood in
rror % Lower Upper
Bound Bound
Threshold Co-workers’ Disagree | -3.309 | .310 | 113.651 | 1 | .000 | 0.0366 96.34% -3.918 | -2.701
ethics TOSOME | 1383 | 237 | 33950 | 1 | .000 | 0.508 | 7492% | -1849 | -918
Location |Result oriented Disagree -.386 299 1.661 1 | .197 | 0.6798 32.02% -.972 201
performance To some
ovaluation extent -.106 470 .051 1 | .822 | 0.8994 10.06% -1.028 815
Agree 0° . . 0 . . .
Greater emphasis |Disagree | -1.130 | .323 12.222 1 | .000 | 0.3230 67.70% -1.763 -.496
to output than inputTo some
and process extent -.444 413 1.156 1 | .282 | 0.6415 35.85% -1.253 .365
Agree 0 . : 0 . : :
Competition Disagree -.089 .309 .082 1 | .774 | 0.9148 8.52% -.695 518
josome | 198 | 399 | 245 | 1 | 621 | 08204 | 1796% | -980 | 584
Agree 0? . . o . . .
The private styles |Disagree -.568 315 3.250 1 | .071 | 0.5667 43.33% -1.186 .050
pfmenagement  [Tosome | 754 | 440 | 2706 | 1 | .100 | 20627 | 621% | -139 | 1586
Agree 0° . . 0 . . .
Greater discipline |Disagree | -1.042 | .407 6.561 1 | .010 | 0.3527 64.73% -1.840 -.245
and cost-cutting  [To some
schemes in using  fextent -.942 307 9.398 1 | .002 | 0.3898 61.02% -1.544 -.340
resources Agree 0° 0

Link function: Logit. o
a. This parameter Is set to zero because it is redundant

197




8.3.4.2 Test of Parallel Lines

While fitting with an ordinal regression,one has to assume that the relationships between
the independent/explanatory variables and the dependent variable/the logits are the same
for all the dependent variables/logits. That shows the outcome achieved from the model is
a set of parallel lines and also considers one for each labels/category of outcome
variables. This test compares theordinal model which has one set of coefficients for all
thresholds (labeled as the Null Hypothesis) toa model with a separate set of coefficients
for each threshold (labeled as, General). If thegeneral model gives a significantly better
fit to the data than the ordinal (proportional odds)model (i.e. if p<.05), then the researcher

rejects the assumption of proportional odds.

Therefore, the appropriateness and assumption fit for this was checked by comparing the
coefficients of Null Hypothesis and general coefficients in the model to know whether
they are statistically equal or not. The test result for each model in Table 8-11 below
shows the row labeled as NullHypothesis contains —2 log-likelihood for the constrained
model i.e., the model that assumes the lines are parallel, and the row labeled as General
(i.e. it representsthe model with separatelines or planes) as they were not reflecting the

presence of statistically significant difference.

Whether there are equal or notstatistically significant difference between the null
hypothesis and the general was checked by chi-square outcomes.In this case, the Chi-
Square is the difference between the two —2 log likelihood values. As a result, the
observed significance level for the change for each model concluded as it has largeChi-
Square difference values which verified that no significance difference among the null
hypothesis and the generalwhich assumes the lines or planes are parallel. Thus, no need
of rejecting the null hypothesis considers the linesare parallel.
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Table 8-11: Test of Parallel Lines

Dependent Variables Test of Parallel Lines *

Model -2 Log Chi-Square| df Sig.
Likelihood

Employees’accountabilityNull Hypothesis| 222.189 13.177 10 214
General 209.012

Managers’ accountability [Null Hypothesis|  266.127 4.643 10 914
General 261.484

Organizations’ Null Hypothesis| 291.712

accountability General 286.796 4.917 10 .897

Leadership ethics Null Hypothesis| 294.539 10.422 10 404
General 284.117

Co-workers’ ethics Null Hypothesis| 265.127 14,751 10 141
General 250.376

The null hypothesis states that the location parameters (slope coefficients) are the same
across response categories.
a. Link function: Logit.

8.4 Summary

This chapter has summarized the results and conclusions drawn from the analysis. The
major purpose of employing ordinal regression analysis was to discover the variables that
are better predicting accountability and ethics. As a result, this section mainly presents
summary of the resultsaiming at addressing the principal research question of the study,

which is to examine the effects of NPM onaccountability and ethics in AACA.

The independent variables that were used to test this relationship and effect of NPM on
accountability and ethicscomprise result oriented performance evaluation, greater
emphasis to output than input and process, competition, private style of management, and
greater discipline and cost-cutting schemes in resource use. The dependent variables that
need to be explainedareaccountability and ethics. Spearman Correlation Coefficient was

used in testing the presumptions on accountability and ethics relationship with NPM.
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This chapter revealed that NPM and its five dimensions as independent variable are
related positively with accountability (employees’, managers’, and organizations’
accountabilities) and ethics (leadership and coworkers’ ethics). It appears to show that,
organizations that are embarked on NPMwouldbecome better in terms of accountability

and ethics than organizations that are not.
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CHAPTER NINE

CONCLUSIONSAND IMPLICATIONS
9.1 Introduction

The main objective of this research is to examine the effects of NPM on accountability
and ethics in AACA. There are justifications for investigating NPM, and accountability
and ethics interaction. Despite the number of research conducted on CSRPs, little
empirical research is done in Ethiopia as well as AACA context about the nature and
characteristics of these reform programs in the context of the NPM. There is also limited
knowledge about the status of civil servants’ ethics and accountability in Addis Ababa
city. Moreover,comprehensive research about the effect of NPM on accountability and
ethics is very scarce worldwide and almost it is non-existent in the Ethiopia as well as
AACA context. In light of this, conclusion, knowledge contribution, policy implications,

and direction for future research drown from the findings are presented below.
9.2 Conclusions

Conclusion entails empirical knowledge engendered on the four interrelated and key
components of the study: (1) Nature and characteristics of CSRPs with respect to NPM,
(2) The current status of civil servants’ ethics and accountability, (3) Role of oversight
institutions in reinforcing accountability and ethics, and (4) Effects of NPM on
accountability and ethics. The collective outcomes of the conclusions have contributed to
bridge or narrow the gaps noted in knowledge with respect to accountability and ethics

relationship with NPM as well asNPM’s effect on accountability and ethics.
9.2.1 Nature and Characteristics of CSRPs with Respect to NPM

This study sets out to examinethe CSRPs that have been carried out in AACA at different
timesand sought to determine howthese reform programs conform tothe NPM model. On
top of this,the study tries to address the kind of relationship NPM haswith ethics and
accountability.In this thesis, it is pointed out that though there is wide spread research

workon CSRPs,comprehensive research that examines these reforms in the context of
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NPM are very scarce and this type of finding is rarely documented in the literature
written before.Hence, investigations and analysis of primary and secondary data have
revealed the nature and characteristics of the reform programs with respect to NPM in
AACA. As per the findings of this study, despite the prevailing institutional and
bureaucratic weaknesses, many of the CSRPs carried out in AACA are in line withthe
NPM concept.Except managerial autonomy and disaggregation of units, five elements of
Hood’s NPM model are found to be practiced to a certain degree and reasonably
explained the NPM model. These are: (1) Result oriented performance evaluation, (2)
Greater emphasis to output than input and process, (3) Competition, (4) The private style

of management, and (5) Discipline and cost cutting schemes in resource use.

The introduction of a series of reform programs in AACA at different times was an
attempt to make the government functionaries effective, efficient, ethical, accountable,
and make government services closest to the public at grassroots level. However, despite
the continuous attempts and investment ofscarce resources in the system,the reform
practices were challenging and slow.This study has identified many important factors that
are affecting the practices of the CSRPs in AACA.Weak customization of reforms with
the local contexts, lack of leaders’ commitments in realizing the very purposes of reform
programs, low-level motivations of civil servants and inadequacy of the required skill,
knowledge and unethical practices within the system are among the major factorsthat
impede and make the reform process challenging.

9.2.2 The current Status of Civil Servants’ Ethics and Accountability

In an effort to generate empirical findings on how accountability and ethics are related to
NPM, this study hasalso looked into the status of civil servants’ethics and accountability
in AACA. The finding of the studyshowed that civil servants and officials in AACA lack
the necessary ethical behaviors in the provision of services to the citizens. To a large
extent, these are caused by multiple factors such as lack of commitment and
determination to eliminate unethical acts and the problem of transforming ethical
principles into practices etc.These behaviors also undermine their capacity to act ethically

andpromote the desired ethicalatmosphere. The study also accentuated the need for
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people with the required ethical behavior and integrity to foster ethical leadership and to
shape the behavior of civil servants in conformity with the very essence of the reform

programs.

Likewise, the legal and institutional frameworks were instituted in AACA. These
frameworks were geared towards creating a civil servant with ethical behavior and
capable of delivering efficient public services.It is found that many useful proclamations,
rules, regulations and directives have been enacted and promulgated by the city
administration including the FDRE Governmentwith the objective of governing ethics
and accountability. However, many of themlack practical and effective
implementations. There were little coordination and supervision in shaping the behaviors
of civil servants according to the standards and norms  enacted.
Besides,thecommunication as well as the implementation of different policies to service

providers and service recipients is found to be stumpy and ineffective.

9.2.3 Role of Different Accountability and Watchdog Institutions in
Reinforcing Accountability and Ethics

Accountability and Watchdog institutions are important actors in reinforcing
accountability and ethics. Though the nature and range of involvement of these
institutions are different, they can contribute best in reinforcing accountability. In light of
this,roles of the following institutions in bolstering accountability in AACA were
examined: (1) Legislature, (2) Media, (3) Judiciary, (4) Administrative Tribunal, (5)
Auditors General, (6) Ethics and Anti-Corruption Commission, (7) Ombudsman, (8)
Human Rights Commission,(9) Civil Society Organizations, and (10) International
Organizations.Although their range of involvement and impact vary from one institution
to the other, the study reveals that theroles these institutions are playingin reinforcing
accountability and ethics in AACA were not found to be satisfactory. Despite the
government’s pronouncement that oversight institutions are established to fight unethical
and unaccountable practices, the independence and autonomy of many of these
institutions in thefight against unaccountable and undesirable behaviors is challengedand
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have major defects. As a result, governance problems in the provision of public services

are mounting in the city administration.
9.2.4 Effects of NPM on Accountability and Ethics

In spite of the prevalence of accountability and ethics problems in AACA, the
relationship between NPM and accountability as well as NPM and ethics are found to
bepositive. Spearman Correlation Coefficient matrix revealed the strength and direction
of the association between NPM and accountability, and NPM and ethics. The result
showed significantlypositive relationship between NPM elements and accountability and
ethics.Regarding the predictive effects of NPM on accountability and ethics, it appeared
to have good interaction with NPM. The ordinal regression result indicates that NPM
elements included in the model only predict employees’ accountability, managers’
accountability, organizations’ accountability, leadership ethics, and co-workers’ ethics by
37.2%, 33.5%, 29.6%, 36.2%, and 27.8% respectively. Thus, NPM elements included in
the model explain a relatively small proportion of variations in accountability and
ethics.This might be due to the prevailing institutional and bureaucratic weaknesses and
shallow practices of NPM in AACA. However, the result does not negate the fact that
there are statistically significant and relatively large differences in accountability and

ethics across the explanatory variables.

9.3 Knowledge Contribution of the Study

The rationale for the emergence of NPM was the weaknesses of TPA commonly known
as the bureaucratic model. Hence, NPM was aimed at correcting the deficiency of TPA
and makes government functionaries more economical, effective, responsible, ethical and
accountable. However, reviewed literature reveals thatdifferent researchers have various
assumptions and positions on how accountability and ethics are associated with NPM as
well as about the effects of NPM on accountability and ethics. Especially, the proponents
of TPA were against NPM arguing that the introduction of NPM was the time at which
the destruction of public administration ethos began. On the other side, those who
favored NPM have tried to propose their own justifications in favor of NPM and

criticizing TPA arguing that it is bureaucratic, lacks accountability and provides
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opportunity for unethical and undesirable behaviors. However, despite the debates and
arguments, the conflicting views of the two paradigm proponentsabout the effects of
NPM on accountability and ethics is still unsolved and were not proved using sufficient

empirical evidence.

Despite the fact that research has been conducted on CSRPs, comprehensive works on
ethics and accountability inthe Ethiopia and AACA contexts are very scarce. As a result,
there was dearth of literature on the status of civil servants’ ethics and accountability in
AACA context. It is the first type of research in its kind that tried to examine
accountability and ethics problems discretely in AACA context.This study,
therefore,verified the existence of multiple unethical practices and accountability
problems. It also identified the key factors that are impeding the enhancement of
accountability and ethics in AACA. Besides, little is known on how NPM impacts
accountability and ethics worldwide.The amount of research done or the knowledge
produced is not sufficiently reflective of NPM, and accountability and ethics
interaction.Comprehensive research on accountability and ethics relationship with
NPMuin the Ethiopia as well as in AACA contexts is nearly non-existent. This study has,
therefore, attempted to prove this relationship empirically and made a contribution on this

less researched topic and narrows the gap in knowledge.

9.4 Policy Implications

Based on the findings of this study, the following recommendationsare suggestedin order
to improve accountability and ethics in AACA and enhance the proper implementation of

reform programs.

Address Reform Initiation and Implementation Problems: In many studies, it is
indicated that most reform programs in Africa including Ethiopia are not initiated from
within. It is rather imposed by donors and other international organizations such as IMF
and the WB. Indeed, the presence of weaknesses in diagnosing existing problems and
customizing the reform programs to the local contexts were identified as problems in this
study.Problems encountered during the practicestage have been also noted. Capacity

problems in many of the study bureaus and the tendency to see reform programs as a
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fashion are some of the major problems elucidated in this study. In addition, the
performance of reform monitoring and follow up institutions is found to be
unsatisfactory. This indicates the need to research demands for different reform programs
before their introduction.Reforms should be carefully reviewed before they are adopted
and put in place on the ground as the reform doctrines are the products of the developed
nations that have dissimilar socio-cultural, political, and administrative features
compared to the developing countries. In order to increase the effectiveness of reform
programs, it is also better to ensure its adaptability with the local contexts.

Establishing Comprehensive and Enforceable Ethical Code of Conduct for Civil
Servants: The need for enforceable code of conduct for civil servants is beyond a shadow
of doubt. As this study results indicated, Ethiopia does not have comprehensive national
code of conduct for civil servants except the preparation of the draft code of conductby
the Ministry of Civil Service. Besides,AACA did not adopt its own code for civil
servants. Therefore, it is important to have a code of conduct to bring about tangible
behavioral changes or improve civil servants’ ethics. Accordingly, people who are
entrusted withleadership positions should be committed to ensure the preparation and
enactment of national comprehensive ethical code of conducts, code of conduct for
AACA as well as the realization of the very essence of ethics code of conduct on the

ground.

Avoiding Intrusion of Politics in the Civil Service:Civil servants are governments’
machineries that can help implement policies and facilitate the provisions of service to
the public.They are supposed to be politically neutral in carrying out their duties and they
should not assume the role of politicians as well. Asstated by Uwizeyimana(2013), fusion
of politics and administration is very dangerous and it will lead to corruption,
maladministration, laziness and lack of accountability to the public. In fact, the
politicization of civil servants and being a member of dominant political party is not
strange in many of the African countries (Mbaku, 1996). Therefore, AACA is not an
exception from this kind of problems. However, taking into consideration the negative

consequences of the infusion of politics and administration, AACA should take a
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practical step to treat civil servants fairly and equitably. It is important to ensure justice,

accountability and better implementation of government policies.

Ensure the Presence of Ethical Leadership: To be effective on leadership, leaders
should demonstrate exemplary and ethical leadership.Usually, leaders can play a
paramount role in nurturing and improving the subordinates’ ethics. If leaders are
demonstrating ethical leadership and become role models, organizational ethics can also
be improved. This study, however, showed leadership ethics deficits. The city
administration, therefore, should take practical and tangible step to put in place leaders
who walk the talk, exemplary and committed to the ethics standards better than the
ordinary civil servants in AACA. Leaders’ development programs can play an important
role in improving the ethics situation in the city administration. In addition to the
development programs, AACA should recruit, select and assign leaders prudently to have

a better return from its investment.

Ensure Adequate Remuneration for Civil Servants: Lack of fair amount of
remuneration to government employees was identified as one of the factors that are
exacerbating ethics problems in AACA. Therefore, in order to stimulate and sustain
ethical conducts in the city administration, it will be better to pay the civil servant fair
amount of salary and benefit that is commensurate with the civil servants’ responsibilities

and performances to enable them to live with dignity.

Ensure Effective Communication of Policies: As it was explained in this study,
different policies were formulated and adopted by the FDRE government as well as
AACA with the objectives of ensuring accountability and ethical practices. However, the
awareness levels of the public and service providers are very minimal. Therefore,
enactment of variousproclamations or promulgation of rules and regulations should not
be taken as a guarantee. Policies will remain on paper unless actorsare acting up on them.
Apart from enactment of policies, the city administration must introduce effective and
continuous awareness programs about different policies to the public and civil servants.
Citizens should be oriented about rights and obligations of service providers. This should

be done through relentless and consistent media campaign and education.
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Encourage Public Participation: As per the findings of this study, the participation of
the public in the course of practicing reform programs as well as in ensuring
accountability and ethics in AACA is found to be low. Low participation of the public in
the affairs of AACA will provide rooms for government officials to abuse the power
vested on them. The citizens should not be considered as end users but also as principals
and owners capable of seeking solutions for the challenges that AACA is facing
today.Empowering the public will create demand side pressure to AACA and can be
helpful in creating a culture of accountability. Thus, the public should be provided with
opportunities in order to get their opinion and feedback on the practices of government
policies as well as about the conduct of civil servants. Service providers should be open
and transparent in their decisions and actions and they should disclose their decisions to
the public. These will help the city administration to ensure accountability and ethics in

its functionaries.

Establish Strong Accountability Systems: Accountability has to do with the
institutionalizing of the system of check and balance in order to restrain abuses of power.
The independence of institutions should be ensured.Independence which is an important
characteristic forwell-functioning government organs candetermine the positions and the
functioning of different institutions as mechanism to ensure accountability in any
government. The finding of this study showed that the role of many institutions in
reinforcing accountability in AACA is found to be weak. Therefore, these accountability
institutions should be granted more freedom in the area of their responsibilities and duties
by FDRE government as well as AACA beyond the formal statutory provisions.

9.5 Suggestions for Future Research

The central objective of this study was to examine accountability and ethics relationship
with NPM in AACA. In order to achieve the objectives of this study, the current status of
civil servants’ ethics and accountability in AACA were examined. However, the study
has some kind of limitations, which need further investigations by researchers in the
future. The findings of this study cannot be generalized to the entire Ethiopia as well as to

other parts of the country. The study was limited in scope to AACA only. Thus,
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comparative study that would broaden the scope would generate more meaningful and
useful outcomes than the present study. Therefore, future researchers may compare
AACA with other cities or one regional state with other regional states or among regional
states. It is, therefore, important to suggest a comparative research between or among
different cities in the country. In addition, future researchers may involve politicians as
research participant in order to include their viewpoints, especially on the prevailing
political commitment of leaders in strengthening different accountability and watchdog
institutions and maintaining the balance among the three branches of government.
Similarly, implementationeffectiveness of each NPM element was not examined in this
study. Hence, future researchers can examine and evaluate how far NPM elements are put

in place in AACA and what kind of positive and negative outcomes they have brought.
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APPENDICES

Appendix 1: List of Sub Cities in AACA

SN Sub-Cities Population
1 Gulele 267381
2 Yeka 346484
3 Kolfe-Keranewo 415647
4 Addis Ketema 268099
5 Akaki- Kaliti 181202
6 Arada 212009
7 Nefas Silk Lafto 316108
8 Bole 308714
9 Kirkos 220991
10 Lideta 201613
Total=10

Source:(Gebeyehu, 2011, pp. 161-251)

Appendix 2: List of Bureaus under AACA

No. Description
1 Bureau of Capacity Building
2 Bureau of Education
3 Bureau of Trade and Industry Development
4 Bureau of Construction and housing department
5 Bureau of Finance and Economic Development
6 Bureau of Health
7 Bureau of Justice
8 Land development and management Bureau
9 Road and Transport Bureau
10 Bureau of women, children and youth affairs
11 Bureau of culture and tourism
12 Bureau of labor and Social Affairs
13 Bureau of Communication Affairs
14 Micro and Small Enterprises Development Bureau

Source: (AACC, 2012, p. 4)
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Appendix 3: English Version Survey Questionnaire

Addis Ababa University
College of Business and Economics
Department of Public Administration and Development Management
Survey Questionnaire to be filled by employees of Different bureaus in Addis Ababa
City Administration

Dear Participant:

| am a PhD student at Addis Ababa University, College of Business and Economics,
Department of Public Administration and Development Management. For my PhD
dissertation, 1 am examining the relationship between New Public Management driven
reform programs and Accountability, and Ethics in Addis Ababa City Government.
Because you are appropriate for giving me the right information and currently working in
the study organization, 1 am Kkindly requesting you to participate in this study by
completing the attached surveys. Participation is strictly voluntary.

The questionnaire will take approximately 20 to 25 minutesof your time. All information
you provide will remain confidential and thus, please do not include your name. Copies
of the final research work will be provided to Addis Ababa University, Addis Ababa City
Government and your organization as well. Please answer all questions as honestly as
possible and return the completed questionnaire to the address indicated on the envelop.

Thank you for taking the time to assist me in undertaking this research. The data
collected will provide useful information regarding the relationship between new public
management driven reform programs and accountability, and ethics in Addis Ababa City
Government. If you would like a summary copy of this study, please complete the
questionnaire and keep the address below with you and contact the researcher when
needed. Completing and returning of the questionnaire will indicate your willingness to
participate in this study. If you require additional information or have questions, please
contact me using the address listed below. If you are not satisfied with the manner in
which this study is being conducted, you may report (anonymously if you choose so) any
complaints to the Department of Public Administration and Development Management,
Addis Ababa University through the following telephone address: +251-111229602

Sincerely, Girmaw Assemie

Cell phone: 0913-670177 (e-mail address: gassemie@yahoo.com)
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Section one: Personal Background

Instruction: - Please put a thick mark (v") in front of your choice for question No. 1 and
fill in the blank spaces for others.
1.Gender:-Male[ |  Female [ ]
2. Age:- -

3. Level of Education:- 5. Work Experience in years:-
4. Nameof Organization you are
working for:

Section two: Questions on NPM driven Reform Components

Instruction: -Please indicate your level of agreement/disagreement with the following
statements using the scale of 1-5 where 1=Strongly disagree, 2=Disagree, 3=To some
extent, 4=Agree, 5=Strongly agree

No Elements of New Public Management

Strongly disagree
Disagree
To some extent
Agree
Strongly agree

1 | There is managerial autonomy to make decisions

in the organization.

2 | Result oriented performance evaluation has been
practiced in the organization so far.

3 | The organization has given greater emphasis to

output than input and process.

4 | There is disaggregation of units that allow

separate provision of services.

5 | There is greater competition among departments

and employeesfor betterresults.

6 | The private styles of management have been

practiced up to now.

7 | There is greater discipline and cost-cutting

schemes in using resources.
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Section three: Questions on Accountability
Instruction: - Please indicate your level of agreement/disagreement with the following
statements using the scaleof 1-5 wherel=Strongly disagree, 2=Disagree, 3=To some

extent, 4=Agree, 5=Strongly agree

No Individual (Personal) Accountability

Strongly disagree
Disagree
To some extent
Agree
Strongly agree

8 | I often provide information about my duties which
| am required to perform to my immediate

superior.

9 | I often explain and justify the appropriateness of

my actions to my immediate superior.

10 | If things do not go the way that they should be and
it is found to be unjustifiable, my immediate

superior will sanction me.

11 | If I do things the way that they should be done,
my immediate superior will recognize it or praise

me.

12 | My direct reports can hold me accountable when
their rights or interests are affected by my

decisions.

13 | Customers can hold me accountable when their

rights or interests are affected by my decisions.

Employees’ perceptions of managers’

accountability

My boss:

14 | often provide information about her/his actions to
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her/his immediate superior.

15 | often has to explain and justify her/his actions to
her/his immediate superior.

16 | If things do not go the way that they should be
done and found to be unjustifiable, she/he will be
sanctioned.

17 | If my boss carries out things the way that they
should be done, she/he will be praised.

18 | Employees can hold my boss accountable when

their rights or interests are affected by her/his

decisions.

19

The public/citizens can hold my boss accountable
when their rights or interests are affected by
her/his decisions.

Employees perception of organizations’

accountability

20

The organization often provides information about

its actions to authorized accountability agencies.

21

The organization often explains and justifies its

actions to authorized accountability agencies.

22 | If the organization violates its public duties, it will
be sanctioned.
23 | If the organization accomplishes public duties the

way that they should be done, it will be praised.

24

Employees can hold the organization accountable
when their rights or interests are affected by its

actions.

25

The public/customers can hold the organization
accountable when their rights or interests are

affected by its actions.
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Section four: Questions on Ethics

Instruction: - Please indicate your level of agreement/disagreement with the following

statements using the scale of 1-5 where 1=Strongly disagree,

3=Undecided, 4=Agree, 5=Strongly agree,

agreement/disagreement.

indicate

your

level

2=Disagree,

of

No

Ethical Awareness

Strongly

Disagree

To some extent

Agree

Strongly agree

26

Ethical standards are made very clear to

employees.

27

Ethical standards are reflected in the legal

framework.

28

Ethical guidance is easily available to all

employees.

29

The system allows the employees to know their
rights and obligations.

30

There is political commitment to promote

employees’ ethics.

31

Decision making processes in the organization are

transparent and open.

32

Managers often promote and show ethical

conduct.

33

Management policies, procedures and practices

promote ethical conduct.

34

Human resource management practices are

promoting ethical conducts.

35

Appropriate procedures and sanctions exist to deal

with any kind of misconduct.
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Leadership Ethics

My boss:

36

shows a strong concern for ethical and moral

values

37

communicates clear ethical standards for members

38

sets an example of ethical behavior in her/his

decisions and actions

39

is honest and can be trusted to tell the truth

40

Keeps his/her actions consistent with the stated
values (“Walk the talk™).

41

Is a fair and unbiased when assigning task to

members.

42

Can be trusted to carry out promises and

commitments.

43

Insists on doing what is fair and ethical, even in a

difficult situation.

44

Acknowledges mistakes and takes responsibility

for her/him.

45

Regards honesty and integrity as important

personal values.

56

Sets an example of dedication and self-sacrifice

for the organization.

47

Opposes unethical practices to increase

performance.

48

Is fair and objective when evaluating members’

performance and providing rewards.

49

Puts the needs of others above her/his own self-

interest.

50

Holds members accountable for using unethical

practices in their work.
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Co-workers Ethics

51 | They do respect the rule of law in the performance

of their duties.

52 | They are impartial in the performance of their

duties.

53 | They often demonstrate loyalty in the performance

of their duties.

54 | They are open and transparent in discharging their

duties.

55 | They often demonstrate integrity in their work.

56 | They perform their dutiesprofessionally.

57 | They often give respect to citizens and fellow civil

servants.

58 | They are honest in the performance of their duties.

59 | They give priority to the public interest than their

own.

60 | They areneutral in the performance of their duties.

61 | They often adhere to clear standards that are seen

as just and reasonable.

62 | They hate very much corruption and theft.

63 | They are efficient and effective in the performance

of their duties.

Section five: The Role of Accountability Bodies

Instruction: - Please rate the following statements using the scale of 1-5 wherel=Very

low, 2=Low, 3=Modest, 4=High, 5=Very High

No
How do you rate the role of different institutions
inpromoting accountability in the organization
you are working for?

Very low

Low

Modest

High

Very
Hinh

64 | The legislative body

65 | Media

66 | Judiciaries
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67 | Administrative Tribunal

68 | Auditors General

69 | Ethics and Anti-Corruption Commission

70 | Ombudsman

71 | Human Rights Commission

72 | Civic Society Organizations

73 | International Organizations

Section six: Questions on accountability, ethical problems and factors that are
affecting the implementation of NPM reform programs
Instruction: - Please kindly provide concise and complete answers to the following
questions
1.Doyou think that there are accountability problems in the organization you are working
for?

a. Yes b. No
2.If your answer for question No. 1 is “Yes”,what are the main factors that are
contributing to the prevalence of accountability problems in your organization? Please
encircle the letter of your choice(s) that you believe are contributing to the declining of
accountability in your organization? More than one choice is possible.

a) Expectations (what to do and how to do it) are not clear

b) There is no two-way communications between managers and subordinates

c) Failure to communicate appropriate and timely information about job

performance to the nearby superior

d) Failure to scrutinize performance related information by the nearby superiors

e) Nonexistence of the culture of justifying one’s own actions and decisions

f) Absence of positive consequences (Rewards) for better performances

g) Absence of negative consequences (Sanctions) for poor performances

h) Political interference and politicization of the civil service

i) Undermining and deterringthe role of accountability institutions such as

legislative, judiciary and others

J) Low level of citizens (Public) participations

k) Deprofessionalization of the civil service

I)  Ethnicity and Nepotism
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Please, mention if any other

3. What do you think are the main factors that are obstructing the proper implementation
of NPM driven reform programs in your organization? Please, encircle the letter of your
choice(s)/factor(s)that you believe are obstructing the proper implementation of NPM
driven reform programs. Encircling more than one choice is possible.

a) Lack of firm political commitment

b) Lack of support from the bureaucracy

c) Lack of resource (Material, financial resource)

d) Lack of skilled and knowledgeable human resources

e) Absence of Adequate training and Capacity Building Programs

f) Lack of monitoring and follow up from reform leading institutions

g) Reforms are the direct copy of other countries without contextualizing the reality

on the ground

Please, mention if any other

4. Do you think that there are ethics problems in the organization you are working for?
a. Yes b. No

5. If your response for question No. 4 is “Yes”, Please, encircle the letter of your
choice(s) and write on the space provided how the ethics problems are manifested. More
than one choice is possible.

a) Disrespecting rules in the performance of one’s own duties

b) Partiality and discrimination among people

c) Failure to be loyal in discharging one’s own duties

d) Failure to be transparent and open in discharging one’s own duties
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e) Falling under the influence of individuals and institutions for maximizing private
gain

f) lack of respect for employees and customers

g) Give priority to private interest than the public interest

h) Engaging in corruption and theft

i) Failure to discharge one’s own duty with integrity

Please, mention if any other

6. If your response for question No. 4 is “Yes”, what do you think are the contributing
factors for the existence of unethical practices in the organization? Please encircle the
letter of your choice(s). More than one choice is possible

a) Absence of ethical code of conduct

b) Lack of training on ethical behavior and practice

c) Lack of ethical and exemplary leadership

d) Absence of well-defined disciplinary mechanisms to handle unethical practices

e) Lack of commitment and determination to eliminate unethical acts

f) The problem of transforming ethical principles in to ethical practices

g) Failure to penalize unethical conduct

h) Lack of sufficient publicity of the ethical norms

i) The deliberate effort by public officials to muzzle criticisms of their action or

inaction

j) Deterioration of economic and social conditions

Please, mention if any other
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7. Do you think that reforms that are being implemented in the organization have
contributed for the enhancement of ethics, and accountability?

a. Yes b. No

8. If your response for question No. 7 is “Yes”, what are the major contributions of the

reform in enhancing ethics, and accountability?

9. If your response for question No. 7 is “No”, what do you think are the main factors for

not having positive contributions?

Thank You
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Appendix 4: Amharic Version Questionnaire
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Appendix 5: Informants’ Interview Guide

Personal Details of the Interviewee

Name (optional)................oooiiiiiiiinl.

(1= o [0 (<] SRR

Educational Qualifications......................

Organizations............coeeviiiiiiiieieieeanes

WOrk eXperienCe..........ovvvviiereinienanannnn.

Date and time of interview.........................

Semi-Structured Interview Questions

1.

What are the natures and characteristics ofreform programs that are being
practiced?

What is the accountability situation looks like in the organization or bureau you are
working for?

What is the ethics situation looks like in the organization or bureau you are
working for?

What impacts do the reform programs (if any) have on accountability in the

organization or bureau you are working for?
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5. What impacts do the reform programs (if any) have on ethics in the organization
or bureau you are working for?

6. What are the factors which are impeding the implementation of reform programs?

7. What factors are exacerbating accountability, and ethics problems in the

organization or bureau you are working for?

Appendix 6: Service Recipients' Interview Guide

Name: Girmaw Assemie
Interview Date and Time:
Interview Place:
Signature:

Semi-Structured Interview Questions

1. How do you describe the accountability and ethics situations in AACA?

2. What do you think are the reasons for employees to behave unethically and not to
be accountable in the work places as needed?

3. If you have a problem or complaints with the city administration’s officials or
employees, do you know whom to contact and the procedures to be followed?

4. If you apply a complaint, did someone respond to your complaint properly?

How do you evaluate the grievance handing units and the suggestion boxes
located in government offices?

6. How would you evaluate the role played by accountability bodies such as
Legislature, Judiciary, FEACC, Ombudsmen, Auditor Generals, and Grievance
handling units and so on in reinforcing accountability and ethics in the city
administration?

7. What is your understanding of the citizens’ charter?
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8. Is there any effort made by the government in familiarizing the citizens with the
citizens’ charter, and grievance handling guidelines?

9. How much influence do you feel citizens comments have on the city
administration? Is there any room or chance for citizens to participate in
government/public affairs?

10. How do you describe the overall quality of services provided by the city

administration? How satisfied are you by the services provided?

Appendix 7: Observation Checklist

No. Things Observed Observers’ notes

1 Organization of offices or how offices are organized

2 Availability of employees and managers during working
hours?

3 How employees are treating service recipients

4 Reasonableness of time taken to provide service to service
users

5 Transparency of service providers to the service recipients

6 Management of public records

8 Information displayed to service recipients

9 The availability of suggestion or “We care boxes’

10 | Complaint handling and ethics and anti-corruption offices
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Appendix 8: Required Sample Size, Given a Finite Population

N-----n N-----n N-----n N-----n N-----n

10-----10 100-----80 280-----162 800-----260 2800-----338
15-----14 110-----86 290-----165 850-----265 3000-----341
20--—-19 120--—--92 300--—--169 900----269 3500-----346
25--—--24 130-—--97 320-----175 950-----274 4000----351
30-----28 140-----103 340-----181 1000-----278 4500-----354
35-----32 150-----108 360-----186 1100-----285 5000-----357
40-----36 160-—--113 380-----191 1200----291 | 6000--—-361
45-----40 170----118 400-----196 1300----297 | 7000-—--364
50-----44 180-----123 420-----201 1400-----302 8000-----367
55-----48 190-----127 440-----205 1500-----306 9000-----368
60--—--52 200-----132 460-----210 1600----310 | 10000-----370
65--—--56 210-----136 480-----214 1700----313 | 15000---375
70-----59 220-----140 500-----217 1800-----317 20000-----377
75-----63 230-----144 550-----226 1900-----320 30000-----379
80--—-66 240-----148 600-----234 2000----322 | 40000-----380
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N-----n N-----n N-----n N-----n N-----n

85-----70 250-----152 650-----242 2200-----327 50000-----381

90--—-73 260----—-155 700-----248 2400-----331 | 75000-----382

95--—--76 270----159 750-----254 2600-----335 | 100000-----384

Source: Krejcie and Morgan (1970:608) (as cited in Hashim, 2010)

Where N= Population size, and n= sample size required.

Appendix 9: Sample of Survey Participants

Table 1: Target Population and Sample Size of Respondents at the City Level

No. List of Bureaus N N

1 Land Development and Management 450 |45

2 Trade and Industry Development 354 |35

3 Micro and Small Enterprise Development 171 | 17

4 Construction and Housing 220 | 22

5 Road and Transport 135 |13
Total 1330 | 132

Table 2: Target Population and Sample size of respondents in Arada sub city and selected

‘Woredas'
List of Offices Woreda | Woreda | Woreda | Sub-city
6 7 9 level
N n N n N n N N
Land Development and Management 4 1 2 1 5 1 1328 | 32
Trade and Industry Development 18| 2 | 24| 2 20 | 2 | 74 7
Micro and Small Enterprise Development | 15 | 2 | 27 | 3 14 | 1 | 26 3
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Construction and Housing 5 1 8 1 5 1 | 44 5

Road and Transport - - - - - - 118 | 12

Total 42 | 6 |61 | 7 44 | 5 | 590 | 59
n=77

Table 3: Target Population and Sample Size of Respondents in Yeka Sub City and

Selected 'Woredas'

List of Offices Woreda | Woreda | Woreda | Woreda | Sub-city
5 11 13 9 level
NI in|N|n|N|n N n N N
Land Development and Management 511511616 1 120520
Trade and Industry Development 9 |1]18|2|19|2 |27 3 |77 | 8
Micro and Small Enterprise Development | 22 | 2 | 22 | 2 |17 |2 |31 | 3 | 27 | 3
Construction and Housing 511|511 3|1 9 1 | 46 | 5
Road and Transport - - - -] - 1-1] - - 85 | 8
Total 41 | 5[50 6 456 [73] 8 [440 | 44
n=69
Table 4: Target Population and Sample Size of Respondents in Bole Sub City and
Selected 'Woredas'
List of Offices Woreda | Woreda | Woreda | Woreda | Sub-city
5 7 10 6 Level
N n N |n[ N n N n N n
Land Development and Management 4 |1 6 |1 5 |1 |6 | 1 |320] 32
Trade and Industry Development 19 2 17 |12/ 22| 2 |25 3 | 66 | 7
Micro and Small Enterprise Development | 22 | 2 19 |2/ 25| 3 |26 3 | 24| 2
Construction and Housing 511 5 11511 6 |1 43| 4
Road and Transport - - - -] - - - - | 62 ] 6
Total 50| 6 | 47 |6/ 57| 7 | 638 515 | 51
n=78

Appendix 10: The number of expert informants and Respective Bureaus/offices

Interviewees Bureaus Gender | Age Total
Interviewee 1 | Land Management and Development Male 34 1
Interviewee 2 Egrggall\J/lanagement and Development Female 30 1
Interviewee 3 ?:Jargg%nd Industry Development Bureau Male 34 1
Inerviewee 4 | Trade and Industry Development Bureau Female 36 1
Interviewee 5 | Micro and Small Enterprise Development Male 53 1
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Bureau

Interviewee 6 | Road and Transport Bureau Male 50 1
Interveweee 7 | Road and Transport Bureau Male 34 1
Intervewee 8 | Housing and Construction Bureau Male 48 1

Interveiwee 9 | Housing and Construction Bureau Male 43 1
Interviewee 10 | AACA Capacity Building Bureau Male 45 1
Interviewee 11 | AACA Capacity Building Bureau Male 41 1
Interviewee 12 | AACA Municipality Ethics and Ani- Male 48 1

Corruption Office
Total 12
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