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Abstract 

This research assesses woreda capacity in Gindeberet and Abuna Gindeberet Woreda of West 
Shoa Zone Oromia National Regional State since the implementation of District Level 
Decentralization Program. To this end, the research has assessed the human resource, financial, 
managerial, facility capacity as well as the extent to which enabling work environment and 
community participation is available. In order to achieve these objectives, qualitative and 
quantitative research approaches were used. Furthermore, to generate qualitative and 
quantitative data primary and secondary sources were employed. Key informant interview, 
questionnaires, and focus group discussions were used as primary sources whereas financial 
and human resource reports and other relevant documents were used as secondary sources. Both 
probability and non-probability sampling techniques were employed. 

The finding of the study indicated that the capacity building program which was launched to 
address the problem of rural woredas has not brought about significant changes or could not 
bring about the desired change though there are some improvements in terms of community 
participation, service delivery and responsiveness to customers. It has also empowered woreda 
civil servants to provide decisions on their own. However, constraints of resources and its 
utilization, lack of conducive work condition, lack of strong political leadership and 
commitment, and lack of governance system have been identified as factors responsible for the 
ineffectiveness of the program. Accordingly, the study found out among other things, problem of 
adequate and competent human resources as well as lack of managerial capacity. Furthermore, 
woredas have limited financial and human resource autonomy as well as lack autonomy to set 
priority and targets. Besides, low revenue generating capacity has forced woredas to heavily 
rely on block grant from the regional government. Moreover, the overall work environment was 
not conducive and attractive as inter alia organizational structures were unclear, unstable and 
complex as well as there was weak coordination and communication among local governance 
actors. The level of the participation of the community in matters affecting their life was found 
not to the desired level.  

It is therefore, generally recommended that for the capacity building effort to be materialized 
and achieve the desired objectives, there is a need to fulfill the following conditions that 
enhances the successful implementation of the program, viz. availability of resources and proper 
utilization, strong political leadership and commitment, enabling work environment and the 
governance system has to be improved. 
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Chapter One 

1 Introduction 

1.1 Background of the Study 
Decentralization and local governance are not a new concept though their emergence and 

exposure to academic discourses and discussions is a recent phenomenon. The two concepts are 

highly interrelated and interdependent concepts as local governance is defined to be the 

interaction between or among different local governance actors (private, public, and civil 

society organizations) as well as the coordination and integration among different sectors; 

whereas decentralization is a process that involves the transfer of planning, management, 

resource raising and allocation responsibility and functions from the central government and its 

agencies to one or more of the following local governance actors or institutions: field units of  

central government ministries or  agencies, subordinate units or  levels of  government, 

semiautonomous  public authorities or  corporations, area-wide, regional or  functional 

authorities, or  nongovernmental private or voluntary organization. 

Accompanied by one or more of the following benefits of decentralized governance like 

improving the life of people at local level, enhancing human development, and deepening 

democracy, bringing the government closer to the people, promoting government 

responsiveness and accountability, increasing government‘s flexibility to address diverse needs 

of the population, reducing corruption through enhanced oversight, promoting the dispersal of 

power from monopolized political structures, and ensuring allocative efficiency (Rondinelli, 

et.al., 1983; Smoke, 2003; Rondinelli, 1999; Rondinelli, et.al, 1989; Litvack, et.al., 1998; 

Devas, 2006; Olowu, 2001; Conyers, 2006; Shah and Thompson, 2004; Hadingham, 2003; 

Lister and Betley, 1999; Cheema and Rondinelli, 2007; Crawford and Hartmann, 2008; Faguet, 

1997; Middleton et.al., 1987) though the result is one of mixed (Rondinelli, et.al., 1983), several 

countries have embraced one or more forms of decentralization as a means to promote 

participatory development and governance. 

Ethiopia has a limited experience of decentralization compared with several other African 

countries in which developed system of local government prevailed from colonial powers legacy. 

The effort to decentralize responsibility and power was begun in the country during the reign of 
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emperor Menilik II with the purpose to ease the tension between the center and the periphery on 

the one hand and the administrative systems on the other (Daniel, 1994). The effort continued 

under the reign of emperor Haileselassie I who issued different proclamations and decrees such 

as the administrative decentralization of 1942, and Order No. 43 of 1966 to empower awrajas 

with a deconcentrated responsibility and functions and promote rural development as well as 

bring the growing local government activities in to manageable dimensions (Tegegne and 

Kassahun, 2004; Meheret, 2002; Dickovick and Tegegne, 2010; Fenta, 1998). The Derg regime 

also continued the top-down system of administration through establishing a centralized and 

unitary state. Furthermore, the regime had instituted Urban Dwellers Associations and Peasant 

Associations and Service Cooperatives as an instrument to bring about economic, political and 

social development through devolving substantial authority (Yigremew, 2001). However, 

decentralization with the objective of empowering citizens and devolving power was not 

exercised and genuine. 

In order to realize the benefits of decentralization the present government has adopted 

decentralized system of governance through the 1995 constitution that declared the country as 

federal government comprising of nine national regional states and two administrative cities 

(Addis Ababa and Dire Dawa) with power and authority to self-rule. The constitution has 

empowered regional governments to have their own legislative, executive and judicial power; to 

pass legislation on matters falling under their jurisdiction, to enact state constitution and other 

laws consistent with the federal constitution; formulate and execute economic, social and 

development policies, strategies and  plans; administer  land and other  natural  resources as per 

the  federal laws; levy and  collect taxes  and duties  on  revenue  sources  reserved  to  them and 

to allocate and administer budget; enact and apply  laws  on the state civil  service  and their  

condition of work; and establish  and administer state police force, and  maintain  public order   

and peace within their jurisdictions (Federal Democratic Republic of Ethiopia, Constitution, 

1995, Article 50 & 52). 

Even though, Article 50 (4) of the federal constitution proclaimed that in order to enable the   

people participate directly in the administration of local units adequate power to be granted to the 

lowest units of government, in the 1990s the initiative of decentralization was mostly limited to 

regional level without clear definitions of powers and duties of the lower tiers of government. It 
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is  only  from  2001  onwards  that  Ethiopia  began  to  adopt  a  decentralized  form  of  local 

governance  characterized  by  devolution.  

As a result, the 2001 revised constitution of Oromia National Regional State has established 

woredas as one of the basic tiers of government for the provision of services as they are closer to 

the grassroots population. Accordingly, the region‘s constitution Article 76-89 has empowered 

woredas inter alia to plan, approve, implement and evaluate social services, economic 

development and public administration, oversee the activities of basic agricultural development 

and natural resources, mobilize and activate the community for development, ensure the proper 

collection of land use taxes, agricultural income taxes and other taxes as determined by the law, 

and utilize revenues that falls within its jurisdictions. 

Furthermore, the government has launched nationwide capacity building initiatives to be headed 

by the Ministry of Capacity Building. Accordingly, the National Capacity Building Program 

(NCBP) with an emphasis to 14 sectors was launched among which District Level 

Decentralization Program was inaugurated mainly to address local capacity challenges in rural 

woreda areas (Dickovick and Tegegne, 2010; MoFED, 2002). 

1.2 Statement of the Problem 

Ethiopia has been ruled by a highly centralized system of governments which did not allowed 

local autonomy and local discretion to lower tiers of government. Accordingly, local 

governments under the previous two regimes served as a field agent and instrument of control 

over local population.  
 

However, the 1991 governmental change has ushered in a decentralized system of governance in 

which power was devolved from the center to regions to enable different ethnic groups develop 

their culture and language, manage socio-economic development in their respective jurisdictions, 

exercise self-rule and bring about an equitable share of national resources among the regions, 

promote harmony among different groups and develop self-rule (Meheret, 2002; Tegegne and 

Kassahun, 2004; Tegegne, 2007). Moreover, the practice of decentralization in Ethiopia was a 

response to the hitherto highly centralized system of governance on the one hand and the 

federation created under the previous unitary system on the other (Assefa, 2006).  
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The realization of effective decentralization relies on the presence of certain conditions such as 

the availability of resources like human resources; financial resources; and physical 

infrastructures and how best they are utilized; the willingness and the commitment of leaders at 

different levels; the presence of conducive organizational conditions; the attitude of the local 

people towards the government and the commitment of local leaders; and appropriate 

institutional capacity (Rondinelli, et.al., 1983; Rondinelli, et.al, 1989). However, in Ethiopia 

these conditions were hardly available as the decentralization policy, particularly of Woredas, 

were characterized by administrative and institutional capacity gaps, viz. shortage of 

administrative and personnel capacity to carry out socio-economic functions and poor revenue 

base, lack of independent taxation authority and restrictions on raising local revenue have 

inhibited effective self-government, lack of adequate decision making power and self-rule, and 

compelled them to heavily rely on support from regional and central governments (Meheret, 

2002; Tegegne and Kassahun, 2004; Dickovick and Tegegne, 2010, Yegremew, 2001).  
 

Realizing these facts the government has launched National Capacity Building Program that 

comprises of 14 sectors, (such as civil service reform, tax reform, justice reform, district 

decentralization, information and communication technology, private sector, construction sector, 

urban management, cooperatives, textile and garments, agricultural training of vocational and 

technical levels, industrial training of vocational and technical levels, civil society, and higher 

education) which involves a systematic combination of human resources, working systems and 

institutions that would enable a country to achieve its development objectives. Furthermore, in 

collaboration with the World Bank the government has initiated a five-year Capacity Building 

for Decentralized Service Delivery Project (CBDSD) with the objective to improve service 

delivery performance by building public sector capacity at the federal, regional, and local levels 

of the country‘s decentralized government system (Yegremew, et.al, 2005; Dickovick and 

Tegegne, 2010; MoFED, 2002 ). 
 

Furthermore, in order to alleviate the capacity gaps of local governments District Level 

Decentralization Program was designed to deepen democratization process, enable legislations, 

fiscal reform, institutional restructuring, and to establish more offices to be manned through 

redeploying employees from regional and zonal administrations (MoFED, 2002). 
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However, there are little evidences that show the extent to which the capacity building program 

was effective in filling the capacity gaps that have already been identified.  Furthermore, there 

were no priorly undertaken studies to assess the result of capacity building initiatives in the two 

study woredas. Hence, this is the gap that this study wishes to fill with a particular focus on 

Gindeberet and Abuna Gindeberet Woredas in Oromia National Regional State.  
 

1.3 Objectives of the Study 

1.3.1 General Objectives of the Study 
The general objective of the study is to examine whether capacity building program‘s process is 

effective in bringing about the desired outcomes in Gindeberet and Abuna-Gindeberet woredas 

with focus on variables like human resources, financial capacity, enabling environment, 

community participation and other related issues. 

1.3.2 Specific Objectives of the Study 
In accordance with the stated general objective, the study has addressed the following specific 

objectives: 

 Describe the basic constitutional functions assigned to woredas under study. 

 Analyze the overall activity of the two woredas in the area of human resource 

development (training and development) to enhance the performance of local government 

employees.  

 Assess human resource capacities of woredas under study in terms of adequacy, 

qualifications, and skills. 

 Assess the availability of the necessary infrastructures and office equipment to the 

successful implementations of local development plans and functions. 

 Identify the financial capacity of the woredas under study. 

 Assess the existing enabling work environments (both internal and external enabling 

environments). 

 The extent of community participation in local development planning, implementations, 

monitoring and evaluation. 
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1.4 Research Questions 
The study has addressed the following basic research questions: 

 What are the basic functions and responsibilities assigned to woredas under study? 

 Do woredas (Gindeberet and Abuna-Gindeberet) have adequate, qualified and skilled 

Personnel? 

 Do woredas have adequate fiscal capacity and resources to undertake local development 

planning, monitoring and executions?  

 Do woredas have adequate infrastructure and office equipment‘s to run local socio-

economic development? 

 Is the environment (internal and external) conducive to effectively execute local 

functions and responsibilities? 

 To what extent local government under study engage the local community in matters that 

affect their life? 

1.5 Research Design and Methodology 
In order to capitalize on the strength of both approaches and compensate for the weakness of 

each approach the research has made use of the combinations of qualitative and quantitative 

research approaches. Qualitative approach particularly case study is selected as it represents a 

comprehensive and in-depth observation, description, explanation, analysis of many components 

of a given social situations or analysis of individual case that be a person, group, episode, 

process, community, society, a program, event, activity, process, or one or more individuals or 

any other unit of social life with the purpose to develop as full understanding of that case as 

possible. It aims to understand the case in depth, and in its natural setting, recognizing its 

complexity and context. Moreover, case study places more emphasize on the full analysis of a 

limited number of events or conditions and their interrelations (Babbie, 1973; Kumar, 1999; 

Creswell, 2009; Punch, 1998; Kothari, 2004).  

Thus, case study is justified so as to enable a thorough investigation of the case through 

exploring attitudes, behavior and experiences by using such research techniques like interview, 

focus group discussions, and unstructured and semi-structured questionnaires. It is also preferred 

due to the fact that the research involves empirical inquiries and assists to collect as many data as 

possible about the subject under study etc.  
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Two cases are selected in order to maximize the data and reach at a stronger conclusion about the 

issue under study. 
 

On the other side of the coin, quantitative research approaches descriptive survey method is 

employed as it produces quantitative information about the social world and describe feature of 

the characteristics of large population, and analyze several variables simultaneously (Babbie, 

1986; Neuman, 1994). It helps to reach on generalized proposition about human behavior, 

attitudes, beliefs/opinions, characteristics, expectations, self-classifications, knowledge, etc. It 

helps to get the greatest amount of understanding from the fewest number of variables, provides 

empirical verifications and it is logical (Babbie, 1973; Neuman, 1994). It is also used to explain 

or explore. Moreover, it is probably the best method to collect original data for describing 

population too large to observe directly, and it is excellent tools for measuring attitudes and 

orientations in a large population (Babbie, 1986). Besides, it saves time and costs.  
 

Descriptive survey research is important for the study as it has a paramount importance to 

analyze several variables, provide empirical justification, and to collect original data. Moreover, 

it helps to measure the attitudes and beliefs of large sample in relatively short period of time. 

Besides, survey research is desirable as the research comprises of tabulation and statistical 

treatment. Furthermore, descriptive survey research is preferable as the main target of the 

research is to assess how effective capacity building is in the two study woredas and how 

adequate the resources available are. Moreover, it has paramount importance as the researcher 

has investigated the capacity building challenges and opportunities of the two woredas under 

study. 

 

1.5.1 Sample Size and Selection 
 

Woreda level administration is taken as a focal point due to the fact that they are key local units 

of government as they play key roles in prioritizing the provision of public services (Loop, 

2002). The two woredas are selected due to the convenience the researcher has in terms of access 

to collect data. Moreover, they are also selected to compare the two woredas as Gindeberet is the 

forefather of Abuna-Gindeberet woreda. Last but not least, Gindeberet and Abuna Gindeberet 

woredas are selected due to the fact that they are considered as remote area though they are only 

about 180 and 184KM respectively from Addis Ababa. 
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The study has made use of both probability and non-probability sampling techniques. A 

probability sampling is proved if a sample is representative of the population from which it is 

selected and if all members of the population have equal chance of being selected in the sample 

(Babbie, 1973). Accordingly, in order to provide all civil servants of both woredas equal chance 

of being selected and avoid bias, simple random sampling was employed. Accordingly, the  

names  of  the woreda  civil  servants  were  found  and  samples  were drawn  using  the  'lottery' 

method of selection.   

Moreover, the non-probability sampling used was purposive and convenience sampling. 

According to Neuman (1994), purposive Sampling is appropriate in three situations; to select 

unique cases that are especially informative; to select members of a difficult-to-reach, 

specialized population; to identify particular type of cases for in-depth investigation. Having this 

factors in mind key interview informants and focus group discussion participants‘ were selected 

purposively based on their familiarity to the issue, their seniority, as well as the different 

positions they held at different time so that it enables to get more reliable and dependable 

information about the issue under study. In spite of its disadvantage, convenience sampling is 

used in order to address questionnaires to members of woreda cabinets and councils as it is 

difficult to administer the questionnaires to all of them since most of their members are not on 

job and in session respectively.  

Survey sample must represent the populations from which they are drawn if they are to provide 

useful estimates about the characteristics of that population (Babbie, 1973).  Accordingly, Gay 

(1981), points out that the minimum number of subjects believed to be acceptable for a study 

depends upon the type of the research work involved. For descriptive survey research, a sample 

of 10% of the population is considered minimum; for a smaller population 20% may be required. 

Therefore, for the sake of this study 20% is considered as reasonable in order to attain the 

objectives of the research. Accordingly, in Gindeberet and Abuna Gindeberet woreda official 

document‘s showed the presence of 544 and 314 employee respectively out of which 20% of 

sample size is drawn. Accordingly, the sample size for Gindeberet and Abuna Gindeberet 

woreda is about N=108 and N= 63 respectively. Furthermore, questionnaires concerning the 

issue of finance was distributed to N=11 and N=7 officials who are both members of cabinets 
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and woreda councils of Gindeberet and Abuna Gindeberet woreda as they were on training and 

are not in a session respectively. 

1.5.2 Data Collection Techniques 
 

For the purpose of this research both primary and secondary sources of data were utilized in 

order to generate qualitative and quantitative data‘s. Qualitative data‘s were collected from 

primary sources of data such as interviews, questionnaires, focus group discussion and personal 

observations. Secondary sources of data such as official reports and publications, working 

papers, national and regional constitutions as well as other laws are reviewed in order to prepare 

the socio-economic and demographic profile of both woredas, and to understand the formal 

responsibilities and functions of woredas under study as different from other tiers of government. 

In addition, books, journals, electronic materials and other publications were also reviewed.  
 

Furthermore, quantitative data are generated by making use of both primary and secondary 

sources of data. Primary data are collected through questionnaires administered to samples 

selected from civil servants, members of woreda councils and cabinets while the remaining 

quantitative data‘s are gathered from secondary sources such as survey statistical reports and 

organizational documents.  

1.5.2.1 Questionnaires 

In order to able to generate both qualitative and quantitative data that provides comparable 

results and obtain in-depth information questionnaires that have 7 parts were prepared in English 

language and translated to Afan Oromifa due to the widespread use of the later language and all 

were administered to both woreda sectoral civil servants except the parts that deals with finances 

which was distributed to woreda officials (members of cabinets and councils). Accordingly, all 

questionnaires were returned effectively.  

 

1.5.2.2 Focus Group Discussion 

The hall mark of focus group is the explicit use of the group interaction to produce data and 

insights that would be less accessible without the interaction found in a group (Morgan cited in 

Punch, 1998).  
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Lunt and Livingstone cited in Flick (2002), stated that the general strength of focus group is 

twofold: it generates discussions, and so reveal both the meaning that people read into discussion 

topic and how they negotiate those meanings. Second, it generates diversity and differences, 

either within or between groups, so reveals the dilemmatic nature of every day arguments.  

Thus, focus group discussion was conducted in order to clarify and counter check the 

information or data collected during key informant interviews as well as through questionnaires. 

Furthermore it was undertaken to better understand and cross check the present situation. 

According to Flick (2002), it is more appropriate to organize focus group discussion with 

strangers instead of groups of friends or of people who know each other very well, because the 

level of things taken for granted which remains implicit tend to be higher in the latter. Hence,  to 

clarify the data collected and to get the general perception of the respondents two focus group 

discussions, having 12 and 8 participants are invited from different woreda sector offices which 

have actual experience with the issue of capacity building program and other senior civil servants 

who have worked at different positions in Gindeberet and Abuna Gindeberet woreda 

respectively, were organized towards the end of the fieldwork. 

1.5.2.3 Interview with Key Informants 

Interview is useful when participants cannot be directly observed, allows researcher control over 

the line of questioning, to attain higher response rates, to guard against confusing questionnaires 

items, it is the most flexible method, and helps to get answer to all questions (Creswell, 2009; 

Babbie, 1973; Neuman, 1994; Kumar, 1999; Kothari, 2004). Moreover, it is very good way of 

accessing people‘s perceptions, meanings, definitions of situations and constructions of reality as 

well as understanding individual or group perspectives (Punch, 1998).   

In descriptive survey studies, structured interview is quite often useful technique because of its 

being more economical, providing a safe basis for generalization and requiring relatively lesser 

skill on the part of the interviewer (Kothari, 2004; Kumar, 1999). Hence, in order to collect 

dependable and reliable information about the issue under study and to counter check the 

response collected through questionnaires, interview with key informants that the researcher 

thought are more informed about the study were conducted. Accordingly, Head of woreda Civil 

Service and Good Governance office, Deputy Head of woreda Civil Service and Good 

Governance office and Coordinator of Work Process, Human resource Management Core 
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process owner, and previous Head of capacity building office of each woreda were interviewed 

by using semi-structured questionnaires. 

In addition, in order to gather an in-depth information and valuable data unstructured interview 

was undertaken as unstructured interview is characterized by flexibility of approach to 

questioning capable of producing rich and valuable data. It is important in a situation whereby 

either in-depth information is needed or little is known about the area (Kumar, 1999; Kothari, 

2004).  

 

1.5.2.4 Document Analysis 

Creswell (2009) states that document analysis enables a researcher to obtain the language and 

words of participants, unobtrusive sources of information, as written evidence  saves a researcher 

the time and expense of transcribing. In light of this, different official documents (budget 

proclamation and human resource report as well as documents showing the profiles of the 

woredas were used as in put to the study. 

1.5.3 Data Analysis and Presentation 

Once the necessary data‘s and information are at hand, both quantitative and qualitative methods 

of data analysis were employed. In this regard, for quantitative data‘s gathered through 

questionnaires a descriptive statistical analysis was used. To this end, tabulations, and Statistical 

Package for Social Science version 17 (SPSS) were employed to describe the data at hand. 

Moreover, qualitative methods of analysis were used to analyze information gathered from 

official documents, interviews, focus group discussions and questionnaires.  
 

1.6 Significance of the Study 

The second wave of decentralization which aimed at strengthening the capacity of woredas was 

launched in 2001. It aimed at enabling legislations for local governments, fiscal reform, 

institutional restructuring, capacity development, etc. Moreover, it has devolved more power and 

responsibilities to district level administration. 

Therefore, it seems important that such moves and others are backed by research efforts as the 

country has very minimal experiences of decentralization as compared to centuries of centralized 

governance the country has undergone. In light of this, the study has paramount importance to: 
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 Woredas under study by showing their capacity gaps and issues that deserve attention for 

future solution. 

 Generate valuable information about the capacity of woredas as they are the key units of 

local governance in Ethiopia. 

 Helps higher authorities and policy makers to take measures to overcome woredas 

capacity constraints.  

 Encourage future research. 

1.7 Scope and Limitations of the Study 
The national government of Ethiopia has launched capacity building initiatives under National 

Capacity Building Program with District Level Decentralization Program focusing on rural local 

government levels. Accordingly, in making assessment of whether this government effort has 

achieved the intended objective at woreda level, the study has focused on selected variables that 

help measure capacity of local governments such as human resources, financial capacity, 

enabling environment, community participation and other related issues (woredas). 

Moreover, given the time, budget, transportation service, topographic features and other 

constraints, the study was confined to employee that are currently working at sectoral offices of 

the two woredas (Gindeberet and Abuna-Gindeberet). Hence, civil servants and other employee 

who were currently working at kebele level were not part of the study. 

There  are  also information  constraints  to  fully  assess  the  performance  of  capacity building 

program given data collection  and  analysis  are  poorly  developed  at woreda  level. 

Furthermore, since capacity building is an ongoing process it is  difficult  to  get  or  collect  all  

sorts  of  information  and  make  a comprehensive  and conclusive generalization. 

2. Organization of the Paper 
The study will consist of four main chapters. Accordingly, chapter one mainly introduces the 

study, problem statement, objectives of the study, and research design and methodology of the 

study. Chapter two set the framework of the study and reviews relevant literatures on the subject. 

The main part of the paper, analysis of the collected data, is presented in chapter three of the 

study. The last chapter will make concluding remarks and forward possible recommendations. 
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Chapter Two  

Review of Literature 

2.1 The Concept of Capacity 

The literature devoted to capacity is abundant and covers a wide range of disciplines, from 

economics to education, from management to public policy. Each discipline gives different 

meanings to the term depending on the users and the context in which the term is used. 

Accordingly, some authors define capacity as the ability of doing something or the ability to 

perform (CHIP, 2007; Walters, 2007; Baser and Morgan, 2008; Horton, 2002). Accordingly, 

capacity is the proven ability of key actors in a society to achieve socio-economic goals on their 

own that is demonstrated through the functional presence of a combination of viable institutions 

and respective organizations; commitment and vision of leadership; financial and material 

resources; skilled human resources (Farrell, 2007). According to this definition capacity is the 

ability of individuals, organizations and societies to perform functions, solve problems, and set 

and achieve goals as well as design, implement, manage, monitor and evaluate development 

policies and programs in order to achieve the intended goals and objectives successfully (UNDP, 

2006; Baser and Morgan, 2008; Browne, 2002; Fukuda-Parr, et.al., 2002; Koning, et. al., 2006; 

ACBF, 2011; OECD, 2006; Leautier, 2010). Capacity is therefore the product of deeply 

embedded processes connected to both societal and individual abilities and motivations to 

manage their overall affairs successfully. 

Capacity is the emergent combination of attributes, assets, capabilities and relationships that 

enable a human system to perform, survive and self-renew (Baser and Morgan, 2008; Ubels, 

et.al., 2010). This definition makes clear that capacity is not a static state or quality. It is about 

creating some form of added value for the members and the outside world (perform), it is about 

staying alive and active (sustain), it is about adjusting and developing over time (self-renew) on 

the basis of external pressures and internal drivers. 

Capacity is about ability to identify challenges and constraints and react to these situations. 

Accordingly, Gbla and Rugumamu (2003), states that capacity is the ability of organizations, 

organizational units, individuals and societies to identify constraints and to plan and manage 
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development effectively, efficiently and sustainably. This definition involves both the 

development of human resources, institutions, society and a supportive policy environment. It 

encompasses the process by which individuals, groups‘ organizations and societies develop their 

abilities individually and collectively, identify their problems and constraints to development, set 

development objectives, formulate policies and programs, perform functions required to solve 

the identified problems and achieve a set of development objectives.  

Capacity is the ability of an organization to function as a resilient, strategic and autonomous 

entity (Baser and Morgan, 2008; Kaplan, 2000). This entails that capacity represents the potential 

for using resources effectively, mastering change and the adopting of new ideas, and maintaining 

gains in performance with gradually reduced levels of external support (Fowler and Ubels, 

2010). It is the broader ability of a system to live an active and meaningful life and demonstrate 

confidence in determining its own future. Capacity is inherently relational that involves 

interaction with its environment, influencing and being influenced. In this regard, Brinkerhoff 

(2010), argues that capacity is the aptitudes, resources, relationships and facilitating conditions 

necessary to act effectively to achieve some intended purpose. 

Moreover, Lavergne and Saxby (2001), argue that capacity highlights the ability of individuals, 

organizations or society as a whole to do several things: to be guided by key values and a sense 

of purpose, to define and analyze their environment and their own place in the greater scheme of 

things, to define the issues and reach working agreements on purposes or mandates, to manage 

and resolve conflicts, to formulate strategies, to plan, and act on those plans, to acquire and 

mobilize resources, to learn new skills and approaches on a continuous basis, to build supporting 

relationships with other parties, to assess performance and make adjustments, to meet new 

challenges proactively, by adjusting agendas, approaches and strategies.  

Generally, Baser and Morgan (2008) characterize capacity as: 

 Empowerment and identity - Capacity has to do with people acting together to take 

control over their own lives in some fashion. 

 Collective ability, The combination of attributes that enables a system to perform, 

deliver value, establish relationships and to renew itself.  
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 A state or condition which is inherently a systems phenomenon. Capacity involves a 

complex combination of attitudes, resources, strategies and skills, both tangible and 

intangible.  

 A potential state. It is elusive and transient. Capacity is dependent to a large degree of 

intangibles. It is thus hard to induce, manage and measure. As a state or condition, it can 

disappear quickly particularly in smaller, more vulnerable structures.  

 The creations of public value. All countries, regardless of their level of development, 

have effective capacity that subverts the public interest.  

While specific wording and emphasis may differ, there is a general consensus among 

development actors that capacity is the ability of individuals, institutions and societies to solve 

problems, make informed choices, define their priorities and plan their futures. Capacity 

comprises of the resources, knowledge, and processes employed by the organization to achieve 

its goals. These comprise the staffing, physical infrastructure, technology, and financial 

resources; strategic leadership, program and process management; and networks and linkages 

with other organizations and groups. An organization‘s personnel, facilities, technology, and 

funding constitute its resource base. The organization's procedures and processes for managing 

its resources and programs as well as its external relationships make up its management capacity. 

Together, these resources and management capacities make up the overall capacity of the 

organization. 

2.2 Capacity Building 
Capacity Building or capacity development was an issue of development for decades that is tied 

to international development assistance of the 1950s and 1960s (Farrell, 2007; Simillie, 2001).  It 

was highly oriented to tackle short term technical constraints to project implementation with 

focus on human resource development, equipping developing countries with a basic inventory of 

public sector institutions and, later, strengthening them to improve their performance through 

training, research, counterpart relationships and technical assistance, and political imperative was 

not given due attention in effecting change (Leautier, et.al., 2010; Smillie, 2001; World Bank, 

2005; OECD, 2006).  
 

However, in many poor countries much of the assistance yielded very low returns. Four decades 

of foreign technical assistance could not result in the achievement of sustainable national 

capacity and prevented the utilization and development of endogenous skills that resulted in the 
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rethinking of traditional model of knowledge and skills transfer (Leautier, et.al., 2010; Lusthaus, 

et.al., 1999; Fukuda-Parr, et.al., 2002; OECD, 2006; World Bank, 2005).  
 

As a result, the concept of capacity development emerged in 1980s to gain a high prominence 

and wide range of popularity throughout 1990s in the field of development building on previous 

concepts that had dominated development thinking for the past four decades, that includes, 

institution building, institutional development, human resource development, development 

management/administration and institutional strengthening by adding new features (such as 

private sector, and NGOs) into its focus (Lusthaus, et.al., 1999; Koning, et.al., 2006; Smillie, 

2001; Lavergne and Saxby, 2001). Capacity building or development was considered as a long 

term process of restructuring and institutional change with more focus on adaptability and 

responsiveness of development institutions, and moved beyond the framework of individual 

organizations, to address about sectoral perspectives and groups of institutions, and began to 

emphasize on the issue of sustainability (Smillie, 2001).  
 

However the concept continued to be elusive, complex and difficult to understand and 

operationalize in the design, execution and evaluation of development initiatives. This was due 

to the fact that the concept was evolved from a wide range of previous approaches (Lavergne and 

Saxby, 2001). Moreover, the definitional problem of capacity building has to do with the target 

and purpose. In some cases individuals, a community, or an organizations are to be strengthened. 

In others, the target is a sector, such as agricultural or health, while in others the target may be an 

entire societal subset. Capacity building may also be a means to an end while in others the end 

may be more important than the means. In some cases the process of capacity building may be 

more important than either the means or the ends. Some describe capacity building as an 

approach or process to achieve a goal, such as poverty reduction, while others see it as an 

objective in itself, such as the development of individual or organization effectiveness (Farrell, 

2007; Smillie, 2001; Ubels, et.al., 2010). Whatever the purpose and targets of capacity building 

or capacity development might be here are some among several conceptions and definitions. 

Capacity development is a dynamic process whereby different actors (individuals, groups, 

institutions and organizations) on different levels try to improve their abilities in relation to each 

other, and identify and meet development challenges overtime (Koning, et.al., 2006; Morgan, 

1997; UNDP, 1997; Smillie, 2001; Lavergne and Saxby, 2001). This definition entails that 
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capacity building is a process on its own right. Capacity building is understood as something that 

individuals, groups, organizations and societies can achieve on themselves. This implies that 

outsiders can reinforce or support the process but they cannot deliver the final outcomes. In 

connection with this (OECD, 2006; UNDP, 1997; Horton, 2002) defined capacity development 

as the process by which individuals, groups, organizations, institutions and societies increase 

their abilities to (i) perform core functions, solve problems, define and achieve objectives; and 

(ii) understand and deal with their development needs in a broad context and in a sustainable 

manner. It is about community‘s ability to appreciate organizational goals, and to build and use 

its resources to that end.  

Capacity development is about ability of individuals, organizations and societies to set goals and 

achieve them; to budget resources and use them for agreed purposes; and to manage the complex 

processes and interactions that typify a working political and economic system. Capacity is most 

tangibly and effectively developed in the context of specific development objectives such as 

delivering services to poor people; instituting education, public service, and healthcare reform; 

improving the investment climate for small and medium enterprises; empowering local 

communities to better participate in public decision-making processes; and promoting peace and 

resolving conflict. In addition to government, the capacity of the private sector and civil society 

to participate meaningfully in the development process, in turn to provide employment and hold 

government to account is considered as vital. Capacity development is largely an internal process 

of growth and development, and that capacity development efforts should be result oriented 

(World Bank, 2005; ACBF, 2011).  

Capacity building is a process of unleashing, strengthening, creating, adapting and maintaining 

capacity overtime (OECD, 2006; World Bank, 2005). It is an ongoing process by which people 

and systems, operating within dynamic contexts, enhance their abilities to develop and 

implement strategies in pursuit of their objectives for increased performance in a sustainable way 

(Lusthaus, et.al., 1999).  Capacity development involves the long term, contributes to sustainable 

social and economic development, and is or should be demand driven. It encompasses a variety 

of strategies that have to do with increasing and strengthening the efficiency, effectiveness and 

responsiveness of governments or institutions to design, implement and evaluate development 

activities according to their mission. Capacity development tends to be a continuing learning and 
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changing process. The concept of capacity development was attached with the needs and 

purposes of organizations that it is the ability of institutions to identify and solve development 

problems overtime. It is task driven and mission oriented referring to capacity to perform certain 

functions. Capacity development is about an effort to change a society's rules, situations and 

standards of behavior (UNDP, 1997; Malik, 2002). 

Capacity development involves the acquisition of new knowledge and its application in the 

pursuits of individual and organizational goals. Accordingly, it can be targeted at gaps and 

weaknesses in the following: resources, skills and knowledge, organization, politics and power, 

incentives (Brinkerhoff, 2010). It is the process by which people of a given society are motivated 

to transform their physical, socio-economic, cultural, political, and spiritual environments for 

their own well-being and the advancement of their society. It is about empowering people to take 

control of their lives and enables people to rediscover their strengths and limitations, and the 

opportunities to develop their fullest potential. The process enables people to build self-

confidence and self-respect, and to improve the quality of their lives, utilizing their own 

resources, both human and nonhuman. The African Capacity Building Foundation (2011), states 

that capacity development seeks to enlarge the people's choice by empowering individuals, 

groups, organizations and societies to fully participate and deliver on their specified mandates. It 

ensures that there is a room for them to participate in their country's decision making and 

economy. Capacity building aims at enhancing the ability to evaluate and address the crucial 

questions related to policy choices and modes of implementation among development options 

based on an understanding of environment potentials and limits and of needs perceived by the 

people of the country concerned. 

Capacity development entails sustainable creation, utilization and retention of that capacity to 

reduce poverty, enhance self-reliance, and improve people‘s lives. It requires acquisition of 

individual skills, institutional capacities and social capital, and equipping a country, a region, an 

organization or an individual with attitudes, values, behaviors that they needed to make progress 

as well as the development of opportunities to put these skills and networks to productive use in 

the transformation of society (Farrell, 2007; World Bank, 2005; Fowler and Ubels, 2010; 

Fukuda-Parr, et.al., 2002; Lavergne and Saxby, 2001; Gbla and Rugumamu 2003). It is not only 

about acquisition of knowledge and enhancing knowledge and skills of individuals but it is also 
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the capability to use them. Capacity is not only about skills and procedures; it is also about 

incentives and governance (OECD, 2006). 

Capacity development is about altering the access of people to authority, resources and 

opportunities. It privileges some individuals and groups not others. It is a process of unlocking or 

inducing the potential capacity of country or sector or group or individual that they had within 

themselves. Capacity development is about transformation from one pattern of behavior to 

another. In this way it is about the dynamic of organizational, institutional, personal, political, 

and logistic change (Baser and Morgan, 2008).Capacity development is important in that it helps 

to trigger economic growth and development. It is a process of creating opportunities for people 

to be creative and imaginative, to dream, and to be able to live their dreams (Turay, 2001). 

Capacity building involves the whole network of relationships in society: within, between and 

among households, neighborhoods, grassroots or community-based organizations, unions, 

religious confessions, training institutions, research bodies, government ministries, the private 

sector, NGOs and donor agencies—whether official or nongovernmental, Northern or Southern 

(Eade , 2003).  

It seems, therefore, that there is an emerging consensus that capacity development is a long term 

process that contributes to sustainable economic and social development. It also entails that 

capacity development is about strengthening and enhancement of existing capacity as opposed to 

the past approach of institutional building which emphasis on establishing new institutions based 

on the experience from industrialized countries of the west.  Capacity development is also a 

response to the structural and functional disconnect between informal, endogenous institutions 

and formal institutions mostly transplanted from outside. Capacity development aims to increase 

the ability of an organization to carry out its functions and achieve its objectives. It increases the 

ability of an organization to learn and solve problems as well as to deal with the issues of today 

and also to remain relevant in the future (Lusthaus, et.al., 1999; Lavergne and Saxby, 2001). 

2.2.1 Dimensions of Capacity Building or Capacity Development 

Capacity building or capacity development which involves the interaction between or among 

different actors (individuals, organizations, institutions, and society) comprises of different 

dimensions or aspects which are mutually interdependent. 
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2.2.1.1 Individual Development 

Individual development involves enabling individuals to engage in continuous process of 

learning which is building on existing knowledge and skills, and extending these in new 

directions as fresh opportunities appear (Fukuda-Parr, et.al., 2002; Gbla and Rugumamu, 2003).  

The dimensions at individual level will include the design of educational and training programs 

and courses to meet the identified gaps within the skills base, experience and knowledge vested 

in the people, training of trainers and the number of qualified staff to operate the systems 

(Koning, et.al., 2006; ACBF, 2011). It addresses the need for individuals to function efficiently 

and effectively within the entity and within the broader system.  

Capacity-building involves establishing the conditions under which public servants are able to 

embark on a continuous process of learning and adapting to change — building on existing 

knowledge and skills and enhancing and using them in new directions. This requires a new 

approach to human resources management and also points to the importance of knowledge 

management as the new vehicle for increased learning (UN, 2006). Education, on job training, 

and formal and informal skills development to accomplish tasks and solve problems are core 

requirements. It is about participating individuals in decision making and having a clear 

understanding of their role and function. It is about individuals‘ incentives, salary structures and 

accountability. Values, expectations and power relations need to be considered. The  emphasis  is  

on  continuous  and  incremental learning,  formal  and  informal  training,  skills  development, 

improved  human  resource  policies,  incentives  and  improved information  and  accountability  

systems (UNDP, 1997). 

2.2.1.2 Organizational Development 

Focuses on organizational structures, processes, resources, and management styles that affect 

how individual talents and skills are used to accomplish particular tasks. It should be pointed out 

that organizations establish goals, structure work, define authority relations and provide 

incentives and disincentives that shape behavior of those who work within them (Gbla and 

Rugumamu, 2003). The dimensions of capacity at organizational level includes areas like 

mission and strategy, culture and competencies, human resources planning and management, 

technical and management processes, reorientations of government agencies, processes of 
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decentralization, internal policies, procedures and frameworks that allows organizations to 

operate and  deliver on their mandate and that enable the integration of to work together and 

achieve  goals, external relations, resources and infrastructure (Koning, et.al., 2006; ACBF, 

2011). At this level all dimensions of capacity should be examined including its interaction 

within the system, with other entities, stakeholders and clients.  

It is the elaboration of management structures, processes and procedures, not only within 

organizations but also the management of relationships between the different organizations and 

sectors (public, private and community) (CHIP, 2007). Organizational capacity involves groups 

of individuals bound by a common purpose, with  clear objectives and the internal structures, 

processes, systems, staffing, and other resources to achieve them (World Bank, 2005). It entails 

that working within or with an entity that has clear organizational structure, mission, goals, 

functions, systems and resources  requires a well-trained, productive person that needs access to 

finance, technology, information, infrastructure and other resources. Hence, the key capacity 

requirements to be assessed at the organizational level include: vision and mission, strategy, 

policies and values, competencies and functions, processes (internal and external), human 

resources and financial information and physical resources (UNDP, 1997). 

2.2.1.3 Institutional Development 

Institution entails rules, laws, norms, regulations, and incentives by which the behavior of 

individuals and organizations can be influenced (Koning, et.al., 2006). Similar to the individual 

levels, rather than establishing or creating new institutions on foreign blue prints it is better to 

seek out existing initiatives, and encourage the existing institutions to grow (Fukuda-Parr et.al., 

2002; Gbla and Rugumamu, 2003; UN, 2006). This dimension includes current policies, public 

service laws, bye-laws, rules and regulations, budgetary allocations, the role of the state and its 

financial resources, and formal and informal power relationships such as practices of corruption, 

making legal and regulatory changes to enable organizations, institutions and agencies at all 

levels and in all sectors to enhance their capacities (Peltenburg, et. al., 1996; CHIP, 2007; 

Brinkerhoff, 2010).  

Institutional capacity comprises of the formal ‗rules of the game‘ and informal norms—for 

example, in collecting taxes, reporting on the use of public resources, or regulating private 
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business—that provide the framework of goals and incentives within which organizations and 

people operate (World Bank, 2005; UN, 2006). Development policies and plans, legal 

frameworks, ability and willingness reform, distribution of institutional responsibilities, public 

sector and human resource policies, incentives and so on. These requirements  include  policies;  

strategies;  legislation;  and capabilities  to  coordinate,  manage  changes  and  implement 

programs (UNDP, 1997). 

2.2.1.4 Human Resource Development 

Human resource development is the process of equipping individuals with the understanding, 

skills and access to information, design and implement strategies, policies and programs; deliver 

services, and monitor results knowledge and training that enables them to perform effectively 

and analyze development needs (CHIP, 2007; World Bank, 2005). It is related to training and 

recruitment of managerial, professional, and technical talent that contributes to organizational 

performance (Gbla and Rugumamu, 2003). Local capacity building is about empowering people 

to make a difference in their own communities (Smillie, 2001).  

According to Mackay, et.al. (2002), developing human capacities must include the emotional, 

intellectual, psychological, cultural, spiritual, and social needs of people. Capacity building must 

therefore be based on the lived experiences, aspirations, resources, needs, visions, and limitations 

of the local people. It is about assisting the marginalized and oppressed in society to take 

ownership and control of their development process. Human resource capacity is essential to 

improve and make optimal use of the total knowledge, creative abilities, skills, talents and 

attitudes of an organization‘s working force. 

Human resource management involves the planning, implementation and monitoring of the 

organization‘s labor force. Human resource management involves the forecasting of the human 

resource needs of the organization, and planning the steps necessary to meet these needs (human 

resource planning); identifying the kinds of human resources that it needs to perform well 

(staffing human resources); improving employee performance by increasing or improving their 

skills, knowledge and attitudes through on job-training, education, and others (human resource 

development); and distribution of rewards (direct and indirect, monetary and non-monetary) 

within the legal regulations of the organizations (rewarding human resources). 
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It has been recognized that in addition to the training the functioning of individuals are 

dependent on a number of other factors. One of the most important is motivation. Others include 

as pay-scales, conditions of employment, career perspectives and office facilities and working 

conditions. Education and training are the most important but not the only means of human 

resource development (Peltenburg, et.al., 1996).  

Moreover, an organization‘s performance depends not only upon its financial, human, and other 

resources but also on its managers‘ capacity to plan, set goal, determine responsibilities and lead, 

motivate and supervise staff members, and maintaining relations with stakeholders allocate and 

deploy these resources in the successful pursuit of its strategic goals.  

2.2.1.5 Societal Development 

It encompasses transforming the whole society. It involves widening the opportunities of people 

to expand and use their knowledge to the fullest whether in the public or private sector. Social 

capital and cohesions are at the heart of societal capacity. With this regard, Woodhill (2010), 

argue that capacity is not just a matter of individual skills or internal organizational 

arrangements. These factors might be relevant building blocks – some would call these 

competencies or capabilities – but they do not constitute real capacity. Effective capacity is 

visible and exists when people identify and act on issues of shared concern. Hence, with the 

absence of such opportunities the skills of the people will deteriorate and become obsolete which 

results in trained and skilled people join the brain drain and take their skills overseas (Gbla and 

Rugumamu, 2003; Fukuda-Parr. et.al., 2002; Browne, 2002).  

Capacity development at the societal level is required to support the paradigm of a more 

interactive public administration that learns equally from its actions and from the feedback it 

receives from the population at large (UN, 2006). It encompasses the facilitatory processes 

which lie at the heart of human development: the opening and widening of opportunities that 

enable people to use and expand their capacities to the fullest (Browne, 2002).   

Capacity at this level includes a number of areas such as an appropriate national policy 

framework, planning, improved legislation and regulations, a changed perspective on 

management and accountability, (other)  conceptual innovations and the resources available 

(Koning, et.al., 2006).  
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2.2.2 Factors that Determines the Success of Capacity Building or 

Capacity Development 

Capacity building aims at improving and enhancing the capacity of individuals, organizations, 

institutions, and society in realms of setting goals and objectives, and attaining them through 

responding to the challenges and constraints on their way to realize their goals. The realization of 

this aim requires different conditions and settings that facilitate or constraints capacity building 

efforts. 

2.2.2.1 Internally Initiated and Demand Driven 

The failure of the previous attempt at building capacity was mostly attributed to lack of country 

ownership. With this regard, the World Bank Task Force on Capacity Development in Africa 

(2005) argues that African states and their international partners have long focused on supply-

side measures: improvements in public sector skills and management, supported by technical 

assistance in the form of training and blueprint organizational and procedural change. However, 

the 2005 Paris Declaration recognized capacity development as a necessarily endogenous 

process, strongly led from within a country, with donors playing a supporting role. Capacity 

building efforts will succeed only where they take adequate account of the prevailing local 

politics and institutions, and are country owned rather than donor. An effective state develops 

capacity from within, driven by supply, and in response to external pressures, driven by demand 

(OECD, 2006; Walters, 2003; World Bank, 2005).  

2.2.2.2 Strong Political leadership and Commitment 

Political leadership is the primary driver of capacity development.  Where major policies and 

institutions are involved, strong political commitment is required to introduce change. Capacity 

development is a long process that hinges on strong and legitimate leadership with clear vision 

and strategies, willing to take risks, and depend on existing capacities, assets, and systems 

(World Bank, 2005). Accordingly, vision, political leadership and the prevailing political and 

governance system are critical factors in creating opportunities and setting limits for capacity 

development effort. Moreover, policies are determined in large part by the qualities and 

commitments of leaders. Leadership is important as development is a process of transformation, 
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and capacities continually need to change and adapt. Strong leadership – and the strategic vision 

that goes with it are necessary to anticipate change and adjust to it (Browne, 2002). 

2.2.2.3 The Prevailing System of Governance 

and Policy Environment 

Approaches to capacity have to take in to account the link between governance and the policy 

environment on the one hand and capacity development and its effective use on the other. In the 

words of the World Bank Task Force on Capacity Development in Africa (2005), the capacity 

challenge is fundamentally a governance challenge. Governance is considered as crucial matters 

for capacity development. UNDP‘s experience also shows that capacity development is most 

sustainable when programs are: responsive to the needs of people and stakeholders; participatory 

throughout the process; built on the free flow of information (transparent); equitable; accountable 

(decision makers in government, the private sector and civil society are accountable to the public 

as well as to institutional stakeholders); consensus – oriented (differing  interests  are  mediated 

on what is in the best interest of the whole group); effective and efficient (individuals, processes 

and institutions  produce  results  that  meet  those  needs,  while  making the best use of 

resources); strategic (based on long-term societal vision and reflecting analysis of full range of 

opportunities and strengths) (UNDP, 1997). Thus, political and economic governance- including 

the rule of law and accountability and transparency of the executive, the legislature, and the 

judiciary provides substantial support for capacity development and retention.  

Policy environment highly influence capacity development. Policies can facilitate and restrain 

the ability of individuals and organizations to perform. The policy environment is critical to 

capacity development. But the mere enunciation of good policy is not enough. It must be 

consistently and transparently enacted, for which there need to be capacities for implementation, 

and mechanisms of objective inspection, monitoring and audit systems (Browne, 2002).   

2.2.2.4 The Broader Environment 

The processes of capacity building are embedded in complex environments that either constraint 

or help achieve the intended objective. The broader environments of capacity building constitute 

the political economy environment. It includes the political, economic, and social milieu (local, 

national and international) in which individuals, groups, organizations and societies undertake 
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their set of objectives that either facilitate  or constraint their performance (Gbla and Rugumamu, 

2003; UNDP, 1997; Brinkerhoff, 2010). Some of these are competencies or capabilities 

themselves which can be the object of capacity building initiatives, while others are contextual 

variables that capacity building interventions may or may not be able to influence (Farrell, 2007).  

Successful capacity development is associated with two sets of factors. First, there is a set of 

broad enabling conditions that increase the likelihood of success. These may include an external 

environment that is conducive to change; top managers who provide leadership for institutional 

change; a critical mass of staff members involved in, and committed to, the change process; 

sound policies, high levels of commitment, effective coordination, and a stable economic 

environment; favorable incentives, availability or development of appropriate institutional 

innovations; adequate resources for developing capacities and implementing changes; adequate 

management of the capacity development process, peace and economic growth, and trends in 

politics and society resulting in the institutionalization of improved governance and an increase 

in the legitimacy and influence of formal rules as against informal patronage (Horton, 2002; 

Farrell, 2007; OECD, 2006; Turay, 2001; Smillie, 2001; UNDP, 1997). According to Olowu and 

Wunsch (2004), legal reform to support the establishment of local governance is only the first 

step.  For the intentions expressed in law to become certain requires a supportive national 

political context, an effective system of intergovernmental relations, and strong local demand for 

public goods along with substantial levels of local social capital and well-designed local 

institutions.  

Second, Poorly conceived policies, high levels of corruption, or lack of legitimacy, lack of 

human security and presence of armed conflict, poor economic policy that discourages pro-poor 

growth; weak parliamentary scrutiny of the  executive branch; lack of effective voice or 

participation, and unclear and arbitrarily enforced laws, rules and policies; poor  overall capacity  

for  economic  and  public  financial management, and low levels of transparency and 

accountability; rapidly  changing government policies, and overload of reform and change 

initiatives; unpredictable, unbalanced or inflexible funding and staffing; poor  public  service  

conditions:  salary  levels incompatible  with  reasonable  expectations  of living standards; flight 

of qualified staff to other countries; excessive reliance on donor-funded positions, lack  of 
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rewards for performance and of sanctions for  non-performance are factors that deteriorates 

capacity building efforts (OECD, 2006; Farrell, 2007; World Bank, 2005; UNDP, 1997). 

2.2.2.5 Availability and Management of Resources 

A society‘s capacity to meet the needs of its members depends on the resources available to it, 

and largely on to how best those resources are utilized. Developing capacity with inadequate 

financial resources and physical infrastructure results in trained people and organizations without 

the budget and facilities to do their job. Available and coordinated resources for managing 

change, developing capacities, capital investment and recurrent costs are critical (UNDP, 1997). 

The resources available to the society are wide ranging and more or less tangible in nature. 

Accordingly, there are two types of resources that serve as an input to capacity development or 

capacity building. 

Tangible resources are mostly found at the bottom of organizational hierarchy, they are 

measurable, quantifiable, and visible and they can easily be grasped and worked with that 

comprises of material and financial resources, skills, organizational structures and systems, 

physical assets such as infrastructure, plant and machinery and natural resources. These may also 

include resources that can be described in structural terms or as tangible forms of information 

and analysis. Examples of this are organizational structures and systems, legal frameworks and 

policies, books, reports and the like (Lavergne and Saxby, 2001; Kaplan, 2000). 

Besides, there are wide ranges of less tangible but not less important dimensions of capacity that 

belongs to the top of organizational hierarchy and is invisible. They are observable only through 

the effects they have to the organizations and to the practitioners. They are ephemeral, transitory, 

not easily assessed or weighed. They constitutes skills, experience and creativity; social cohesion 

and social capital; values and motivations; habits and traditions; institutional culture and etc. 

These intangible dimensions of capacity are crucial as they determine how well the society uses 

the other resources at its disposal (Lavergne and Saxby, 2001; Kaplan, 2000).Hence, capacity 

development needs to embed both types of resources as they are equally important in developing 

capacity. 

Therefore, building effective local governance places a high emphasis on the prevailing 

environment, local ownership with political leadership and the prevailing political and 
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governance system, in creating opportunities and setting limits for capacity development efforts, 

and requires local autonomy and authority, sufficient resources, participatory, and an open and 

accountable local political process.  

2.3 Capacity Building for Decentralized Local Governments 

Recently decentralization and local governance have become vital concerns by several national 

governments of developing countries. This also reflects the fact that effective local government 

is critical to improving access to social and infrastructure services and to mobilize local 

resources. However, the pervasive weakness of local governments and their institutions, and 

their lack of capacity are recognized by many as major impediment to social and economic 

development. Even though local governments have great potential to attain economic 

development objectives, they lack capacity to perform as expected in developing countries 

(Yigremew, et.al., 2005). Technical, managerial, financial and organizational skills are all 

needed to ensure adequate performance and sustainability of local governments over longer term. 

Based on a study of local governments in Colombia, the World Bank (1996) has outlined three 

conditions that make possible for local governments to perform in an effective way. The quality 

of its staff which depends on both their skills and the way they are utilized within the 

bureaucratic structure (labor); the equipment, material and buildings required in public sector 

activities, without which quality labor could become ineffective (capital); and the governments‘ 

internal organization and management style, planning and execution of functions. Accordingly, 

local governments with capacity need to have the necessary and major resources to function and 

carry out their assigned authority and responsibilities. Skilled human resources, infrastructures 

and overall organizational structure and management style are considered as a key ingredient to 

the effective performance of local governments. 

Moreover, the United Nations Center for Regional Development (UNCRD, 1996) on the basis of 

its study of local governments in Asia and Latin America, identified six indicators for effective 

local government: a legal mandate that matches local organizational and resource capacity; 

institutional structures that enhance local autonomy (in terms of organizational capacity and 

decision making); a flexible managerial approach which induce local governments to faithfully 

carry out policy or program initiatives (defining clear areas of responsibility between central and 
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local agencies; for example, the acquisition of managerial, planning, and technical skills, 

knowledge and experience for program planning and implementations; the ability to finance 

local economic development initiatives by generating revenues locally and tapping external 

resources; and the ability to manage the local economy and initiate development activities within 

the framework of national policy goals. 

Hence, capacity building or capacity development is the most critical factor for effective local 

governance. Capacity development requires local governments to undertake reforms in the way 

they conduct their operations, to make investment in human resources and equipment, to adopt 

new work practices; and for this efforts to occur, innovation and responsible leadership and 

community participation provides the required motivation and the principal elements. Local 

capacity development needs, therefore, have to give attention to areas such as staff skills and 

professionalization, equipment, materials and buildings, access to adequate financial resources, 

organization and the administration‘s planning and execution, local autonomy, creation of 

flexible managerial approaches and legal reforms so that the performance of local governance 

can improve. 

2.4 Decentralization and Capacity Building in Ethiopia 

Ethiopia‘s experience in decentralization and local governance is very limited. The country has 

been under a highly centralized system with very little powers and responsibilities for local 

governments. Local governments in Ethiopia were not autonomous organs with full control over 

resources and with adequate decision-making; rather they acted as field agents of central 

governments for a long time.  

Except for the deconcentrated and delegated forms of decentralization observed during the 

previous two regimes, Ethiopia has been a unitary state with strict centralization of authority and 

responsibility until 1991. In spite of  the existence of woredas and awrajas as sub national tiers 

of government structure, their roles in providing public services were limited as the central 

government was responsible for providing services at the local level and the local governments 

were powerless and could not participate in local development (Mehret, 2002; Vander Loop, 

2002; Yigremew, 2001). Under both the Imperial and Derg regime, thus, very little effort was 

made to decentralize power. 
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The governmental change that took place in 1991, however, changed the political and socio-

economic landscape in the country. As a result, the country adopted federal system of 

governance through promulgation of the 1995 constitution that created nine national regional 

states and two administrative cities on the basis of ethnically delineated border that laid the 

foundation for decentralization as they are responsible for broad ranges of the country‘s political, 

economic and social objectives (Vander Loop, 2002; Meheret, 2002; Tegegne and Kassahun, 

2004; Tegegne, 2007). However, woredas roles and responsibilities were not clearly defined; 

they enjoyed little fiscal autonomy to respond to local needs, and were deconcentrated units of 

regions until 2001. Systematic constraints in human and institutional capacity, poor economic 

management and governance, inadequate accountability and transparency of woredas remains 

amongst core problems that act as impediment to sustainable growth and poverty reduction 

(Fenta, 1998; Mehret, 2002; Yigremew et.al., 2005; Vander Loop, 2002). 

In order to further deepen the already initiated decentralization and overcome the above 

mentioned short comings of decentralization the second phase of decentralization was launched 

through devolution of power in financial and human resources to woredas (Dickovick and 

Tegegne, 2010; Tegegne, 2007; Zemelak, 2009). To facilitate the decentralization program and 

improve the delivery of services at local level, various reform programs have also been 

introduced. A comprehensive National Capacity Building Program (NCBP) was launched to 

respond to the capacity building demands of the country. Ministry of Capacity Building was 

established in 2001 to ensure good governance, transparency and accountability and to create the 

conditions for a more active role of the public, private and civil society. 

Public Sector Capacity Building Program (PSCAP) has also been launched in 2004 as part of the 

concerted effort to the on-going capacity building initiatives with the objective of building 

national capacity across regions and sectors over the medium-term as an integral part of 

Sustainable Development and Poverty Reduction Programs (SDPRP). Capacity building under 

PSCAP includes support for the development of human resource through delivery of huge on job 

training across public organizations, development of working systems, and improvement in the 

effectiveness of institutions. The National Capacity Building Program (NCBP) targets 14 sectors: 

civil service reform, tax reform, justice reform, district decentralization, information and 

communication technology, private sector, construction sector, urban management, cooperatives, 
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textile and garments, agricultural training of vocational and technical levels, industrial training of  

vocational and technical levels, civil society, and higher education (Dickovick and Tegegne,  

2010; Yigremew, et.al., 2005).  Out of the fourteen sub-programs six of them are concerned with 

strengthening and building capacity in core parts of the public sector and have been grouped 

under PSCAP (Yigremew, et.al., 2005; Worku, 2005). They include civil service reform, district 

level decentralization program (DLDP), justice system reform, information communication, tax 

reform, and urban management. 

Local government capacity building in rural areas is addressed by the District Level 

Decentralization Program. Capacity Building under DLDP was launched to bring about changes 

and improvements in Woreda institutional structure, working systems for planning and 

implementation and service delivery, and manpower development. Thus, the overall objectives 

of DLDP is to enhance the institutions, working systems and human capital in an integrated and 

coordinated manner at woreda and kebele levels to ensure democratization, empowerment and 

good governance.  

The specific objectives of DLDP includes fulfilling the required manpower for the public 

institution; and training in areas critical to local government to enhance the capacity of public 

servants, electorates and other stakeholders at woreda and Kebele levels including human 

resource policies, procedures, and plans; and to establish efficient and effective structure at 

woreda and kebele level through institutional  and  organization development including  

assessment of functional  assignments  and enabling legislation,  assistance  in establishing  

structures  and restructuring existing  arrangements  including  local  level  accountability  

relationships.  

Moreover, DLDP aims at establishing the system of broad based participation and empowerment 

of the grassroots population through technical  assistance  and  training  for  grassroots  

participation including  the  development of guidelines and  monitoring mechanisms, and  the  

strengthening  of civil society  involvement  at the  local  level. Furthermore, capacity  building  

for  policy and  program development including  technical  assistance  for woreda 

decentralization strategy  and  policy development, benchmarking  and  review  of plans; 

establishing systems for clear accountability, transparency, and relationships of executives were 

emphasized.  
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Besides,  establishing minimum service indicators or standards for basic sectors and monitor the 

systems to facilitate the delivery of services at Woreda and Kebele levels; development of 

woreda  fiscal  transfer  mechanisms  and  revenue  mobilization capacities through  the  review  

and  design of various  intergovernmental  fiscal  instruments;  and enhancing capacity for 

planning and execution with the introduction of improved woreda planning manual; and ensuring 

the effectiveness of budget preparation and control system through strengthening  of the  

planning system &  financial management at the  woreda level were the main objectives of 

DLDP (Yigremew, etal., 2005; MoFED, 2002; UNDP/UNCDF, 2005; FDRE, 2007). 

The implementation of DLDP is divided into two phases of three and four years each. First phase 

(2002-2004) comprises initial intervention in selected woredas of all regions. Second phase 

(2005-2008) involves deepening and consolidation of capacity building activities in the four 

advanced regions and continuing initial interventions as well as deepening and consolidation in 

the remaining four regions. Therefore, the activities of DLDP planned for the five-year period 

were categorized under enabling, deepening, and consolidation stages (UNDP/UNCDF, 2005; 

Yigremew, 2005). 

As a result, powers and responsibilities have been devolved to woredas since 2001. The revised 

regional constitution of Oromia National Regional State also defined the duties and 

responsibilities of the woredas in the region. The responsibility for planning, budgeting, and 

implementation of public service delivery were given to woredas. Woreda administrations have 

been given autonomy in expenditure prioritization when planning basic services. According to 

the revised constitution of Oromia National Regional State, chapter nine Article 76-89, woredas 

are empowered to deliver basic services such as agricultural extension, education, health, water 

supply and rural roads. Woreda empowerment was enhanced by transfer of functions, finance 

and human resources from regional and zonal levels. A regional block grant was introduced in 

the fiscal year 2002/2003 and intended to finance woreda salaries, operational and capital 

development projects. Woredas were also restructured and reorganized and a large number of 

staff has also been made in view of the weak performing capacities observed in the processes of 

woreda decentralization (Worku, 2005).  

Therefore, in order to deepen decentralization to local level and to create a well-functioning 

decentralized local governance and civil service, building local capacity is one of the most 
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important factors. Strengthening the already existing local institutions and their human 

resources‘ technical and management capacity, as well as creating new ones are of paramount 

importance. The capacity of local government and local institutions is a function of a complex 

mixes of skills, knowledge and experiences as well as capacity of both human and financial 

capital. The presence of proper institutional capacity and administrative authority devolved for 

decision making processes at local level is of critical advantage to strengthen the local 

governments‘ capacity in executing responsibilities and achieve its development goal. 
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Chapter Three 

Data Presentation and Analysis 

3.1. Description of the Study Areas 

       3.1.1. Gindeberet Woreda Profile 

Gindeberet Woreda is located in south western part of Oromia National Regional State. The 

Woreda is situated at an altitude of 2600m above sea level and at a distance of 180KM from 

Addis Ababa. It is bordered by Yejube Woreda in North, Jeldu, Elfeta, and Ambo in South, 

Abuna Gindeberet in East and Midakegne and Ababoguduru Woreda in the West. 

Administratively, the woreda is divided into 32 Kebele Administrations, 31 rural and 1 urban, 

out of which 17 Kebeles are found in Kola, where most of them are food in secured. Ten (10) 

Kebeles in middle highland and 5 in lowland are considered as potential (surplus producers).  

According to the recent (2007) census result, the total population of the Woreda is 107,844, of 

which male and female account to 48.5% and 51.5% respectively. About 87% of the total 

population resides in the rural area, whereas the remaining 13% are urban dwellers. The numbers 

of households are estimated to be 17, 736, while 15% of them are estimated to be female headed. 

Protestant and Orthodox are the dominant religion in the area. Ethnically, it consists of Oromo 

and Amhara ethnic groups, the former making the majority. The livelihood of the community is 

mainly based on mixed farming, crop and livestock husbandry. 

Its topography is mainly made up of conspicuous rugged to undulating landscape in the lowland 

and with flat plateau in the mid highland. The area is categorized into two agro climatic zones, 

where mid highland and lowland accounts to 43% and 57% respectively. The average annual 

rainfall ranges from 800mm in the lowland to 1600mm in the highland, with an average 

temperature of 18.50c. The land use system of the Woreda under the study indicates that 50.3% 

cultivated land, 40.2% grazing, 2.5% bush and forest, and 7% others.  

The population of the Woreda generally lacks access to basic social services. According to the 

secondary data, although the access of the community to education facilities have been 

sustainably improved, the quality of learning and teaching is worst. Most of the classes are built 

up of wood and with no appropriate desks. The access to the potable water is also highly limited. 
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According to the Woreda report, the safe water coverage is only 27%. There are three health 

stations, one rural hospital, and 62 health extension workers each kebele having two workers. 

With respect to social facilities, there are two banks (Oromia International Bank and Commercial 

Bank of Ethiopia), 24 hours hydroelectric power supplies, and town water supplies that do not 

provide services and other social facilities are available in the capital town of the Woreda 

(Kachisi).  

3.1.2. Abuna Gindeberet Woreda Profile 

Abuna Gindeberet Woreda was previously been one of Gindeberet woreda‘s Kebele 

administrations. However, in 1998 E.C. by taking the number of its population and the area of 

the woreda and the demand of the community into account the Oromia National Regional State 

has decided the previous Kebele to be Woreda administration. It was bordered by Meta Robi 

Woreda in East, Gindeberet Woreda in West, Jeldu Woreda in South, and Amhara National 

Regional State in North. It is situated at an altitude of 1000m-2064m above sea level with a 

distance of 184KM from the capital city of the country, Addis Ababa. Abuna Gindeberet Woreda 

is divided into 44 Kebele Administrations out of which 42 of them are rural Kebeles while 2 of 

them are town administrations. 

If one looks at its demographic composition, the recent (2007) census result demonstrates that 

the Woreda comprises the total population of 126,996 out of which 47.2% are male while the 

remaining 52.8% population are female. 98% of the population is using agriculture as a means of 

livelihood while 2% of them are public servants and small traders. The Woreda has 19,713 male 

and 2,913 female householders.  

The Woreda is categorized into 2 agro climatic zones, where mid highland and lowland accounts 

to 32 and 68% consecutively. The Woreda receives an average annual rainfall that ranges from 

700mm in the lowland to 2400mm in the highland, with an average temperature that ranges from 

100c minimum to 300c maximum. The land use system of the Woreda shows that 87,784.25 

hectare is cultivable land, about 36,726 hectare forest and bush, while 12,026 hectare land 

constitute grazing land and finally, about 1,947 hectare covers the remaining area. The safe water 

coverage constitutes 36%. 
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The population of the Woreda generally has limited access to social services. The Woreda under 

study, has 7 animal and 6 human heath stations. In terms of education service, the Woreda has 

36, grade 5-8, 12, grade 1-4 and 1 secondary schools respectively.  

3.2. Data Analysis and Interpretation  

3.2.1. Power and Structures of Woredas 

The 2001 Oromia National Regional State Constitution that was enacted to revise the functions 

and responsibilities of woredas clearly puts in chapter nine (Article 76-89) the organization, and 

duties and functions of woredas as follows. Woredas comprises of three main organs that 

include, District Council-which is the highest government organ of the district organized below 

‗Caffee‘ that embraces the representative of the people in each kebele which are accountable to 

their electorate; District Administrative Council-is the executive organ of the district that 

encompasses of the district administrator, deputy administrator, and the head of the main sectoral 

executive offices found in the district which are ultimately accountable to the district 

administrator and district council; and District Judicial  organ. 

Moreover, the constitution stipulates different duties and functions that woredas should 

undertake. Among other things woredas are vested to prepare, approve, and implement and 

control plans and programs with regard to economic development, social service and public 

administration of the district; protect, preserve, develop and oversee natural resource 

development and mobilization as well as basic agricultural development; ensure the proper 

collection of land use taxes, agricultural products‘ income taxes and other taxes; create 

conducive condition to mobilize and activate the public for development activities; issue and 

implement directives to ensure the maintenance of peace and security in the district and direct 

the district police and security forces; implement the policies, laws, directives, plans and 

programs of the state in the district; prepare, approve and implement its budget plan; and utilize 

revenues other than those that  fall within the domain of the regional state (Oromia National 

Regional State Megeleta Oromia, 2008).  

Hence, the woreda enjoys substantial authority to decide on social and economic development 

plans as well as generation and utilization of own of revenues.  The woreda is responsible for 

supervision, coordination and implementation of education services,  health  services,  
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agricultural  services,  rural  roads,  water  supply  and  sanitation, rural  transport  services,  

justice,  information  etc. within  its  jurisdiction. 

However, practically woredas have been restricted in terms of fully exercising its devolved 

powers particularly in personnel administration. With this regard, woredas autonomy to hire and 

dismiss employee is revoked beginning from this fiscal year (2011/2012) as zonal administration 

are empowered to hire and fire Bachelor degree level and above while woredas are entitled to 

hire supporting staffs with the prior approval of the Bureau of Civil Service and Good 

Governance while diploma level remained to be under the jurisdictions of any tiers of 

government. This has created a mismatch between the human resource needs of woredas and the 

assigned employee/positions. An interview with Bureau of Civil Service and Good Governance 

indicates that the mandate was withdrawn due to the complexity of the work and the inability of 

woredas. The other issue worth mentioning is that the proportion of recurrent budget to capital 

budget is decided by the regional government.  

Moreover, strategies to achieve the goals and objectives of every sectoral offices also emanates 

from the regional government that resulted in lack of awareness and resistances to the strategy on 

the part of employee. Furthermore, the strategies do not stay stable, and is subject to frequent 

revisions and changes, as well as there is the problem of implementing the strategy. 

Besides, woredas do not have the autonomy to decide on their budget as the proportion of capital 

to recurrent budget is decided by the regional government. Furthermore, woredas do not set their 

local priorities and targets to be addressed rather they are forced to establish it in line with the 

priorities and targets of the regional and national government. 

3.2.2. Human Resource Capacity 

There is a fairly widespread agreement that human resource capacity at all government levels is 

an essential component of decentralization. The success of decentralization demands the 

development of competent, skilled, experienced and well trained human resources which are 

critical to carry out the new decentralized responsibilities and functions effectively. It is mostly 

agreed issue that decentralization in most countries failed due to the presence of poor 

implementation capacity (Rondinelli, et.al., 1983; Rondinelli, et.al, 1989). In Ethiopia, 

substantial deficiency of competent and skilled human resources has been identified as factor 
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hindering the promotion of decentralization process (Fenta, 1998: Mehret, 2002; Tegegne and 

Kassahun, 2004; Dickovick and Tegegne, 2010). To this end, the government identified staffing 

and training as one of the nine major components of District Level Decentralization Program. 

Despite this effort many local government offices, departments, and other local level 

administration are suffering from acute shortage of qualified human resources.  

As indicated in Table 1 below Gindeberet and Abuna Gindeberet Woredas are not the exception 

to this fact. For instance, Gindeberet and Abuna Gindeberet woredas on average have about 45. 7 

and 49% office positions are vacant respectively. This illustrates the severity of the problem in 

both woredas despite the effort of the government to overcome the problem. As a result, this 

would pose a serious difficulty to successfully accomplish the decentralized responsibilities and 

functions. 
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Table 1: Staff Availability in Gindeberet and Abuna Gindeberet Woredas sector offices (2004 E.C) 
Sector Offices Gindeberet Woreda Abuna Gindeberet Woreda 

Approved 
Positions 

Filled 
Positions 

Vacant 
positions 

% of vacant 
positions 

Approved 
Positions 

Filled 
Positions 

Vacant Positions % of Vacant 
Positions 

General Administration and security 11 11 - 0% - 11 - 0% 
TVET Organization 23 21 2 9 8 4 4 50 
Communication 7 6 1 14 7 4 3 42.8 
Finance and Economic Development 58 46 12 21 43 32 11 25.5 
Hospital 163 128 35 21.5 - - - - 
Transportation Agency 8 6 2 25 8 3 5 62.5 
Education 23 15 8 35 23 13 10 43.5 
Civil Service and Good Governance office 48 31 17 35.5 40 19 21 52.5 
Health Office 26 16 10 38.5 22 16 6 27.3 
Agriculture and Rural Development 48 29 19 40 43 24 19 44.2 
Woreda Court 45 27 18 40 45 24 21 46.6 
Trade and Market Development 10 6 4 40 10 7 3 30 
Revenue Office 43 24 19 44 35 19 16 45.7 
Women‘s and children Affairs Office 16 9 7 44 13 5 8 61.5 
Administration 53 26 27 51 54 27 27 50 
Social Security 17 8 9 53 17 5 12 70.6 
School Directors 78 35 43 55  - - - 
Cooperative Organizations 32 14 18 56 32 10 22 68.8 
Roads 14 6 8 57 12 3 9 75 
Technique and Vocational Training Center 7 3 4 57 5 2 3 60 
Water, Mineral  and Energy 40 17 23 57.5 42 17 25 59.5 
Small Scale Industry 27 11 16 59 21 7 14 66.7 
Office of Speaker  16 6 10 62.5 12 8 4 33.3 
Justice 33 12 21 64 25 19 6 24 
Youth and Sport 20 7 13 65 17 4 13 76.5 
Culture and Tourism 13 4 9 70 11 5 6 54.5 
TVET 7 2 5 71 - - - - 
Disaster and Prevention 8 2 6 75 6 2 4 66.7 
Veterinary 22 16 6 27.3 21 10 11 52.4 
City Administration 30 13 17 56.7 - - - - 
Land and Environmental conservation 29 12 17 58.6 28 9 19 67.9 
Police 5 2 3 60 33 28 5 15.2 
Total 980 572 408 45.7 633 337 296 49.04 

Source: Gindeberet and Abuna Gindeberet Woredas Office of Civil Service and Good Governance 
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For example, there are several sector offices which have lack of human resources this includes 

disaster and prevention, culture and tourism, youth and sport in Gindeberet woreda; and woreda 

road authority, youth and sport, social security in Abuna Gindeberet are just few of woreda 

sector offices that have severe shortages of human resources with 75%, 70%, 65% and 75%, 

76.5%, and 70.6% respectively. Lack of budget, higher attention to hire supporting staffs than 

professional staffs, continuing expansion of sectors, and unstable work structure (the merging 

and abolition of sectoral offices) were responsible factors for the presence of vacant positions. 

Moreover, the five main poverty alleviation sectors that include education, water, road, health, 

and agriculture also have inadequate human resources. In light of this, in Gindeberet woreda 

education, water, roads, health and agriculture offices accounted for 35, 57.5, 57, 38.5 and 40 

percent are understaffed respectively while in Abuna Gindeberet woreda except the health office 

which is relatively filled 43.5, 59.5, 75, and 44.2 percent of education, water, road, and 

agriculture constitute unfilled positions respectively. It is therefore, possible to deduce that both 

woredas have critical shortage of qualified human resources to carry out their decentralized 

functions and responsibilities properly.  

Moreover, an official document (First Quarter Report on human resources of the Woreda, 2004) 

exhibits the fact that only 6 Master degree holders are available in Gindeberet Woreda while 

none at Abuna Gindeberet woreda. Furthermore, 151 and 71 Bachelor Degree holders are 

available in Gindeberet and Abuna Gindeberet woreda whereas 278 and 169 of the former and 

later woreda are Diploma holders respectively. Besides, those who have certificates (10+1 and 

10+2) level constitute 10 in Abuna Gindeberet woreda and 28 in Gindeberet woreda. The 

remaining 49 and 64 staffs in Gindeberet and Abuna Gindeberet woredas are composed of grade 

10 and 12 complete. Last but not least, Gindeberet and Abuna Gindeberet woredas staffs 

constitute 30 and 6 below grade 10 respectively. In addition Gindeberet woreda has 28 

temporary employees that works for a limited period of time (contract workers). This indicates 

that more than half of the total employees of the woreda comprises of diploma holders and below 

as about 51 percent of Gindeberet woreda and 53% of Abuna Gindeberet woreda are composed 

of diploma holders. From this, one can deduce that local governments under study lacks skilled 

and competent labor force that able to achieve the woreda mandates successfully. However, it is 

important to note that Gindeberet woreda is better than Abuna Gindeberet woreda both in terms 

of quality and quantity of staff. 
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Human resource development or training is the other dimension of enhancing local governments‘ 

capacity through competent, skilled and qualified man powers. This allows local government 

staffs to be more flexible and adaptable, and increases staff commitment to the organization by 

enabling them acquires the requisite knowledge and skills that will upgrade their job 

performance. This therefore, enables improve and make optimal use of the total knowledge, 

creative abilities, skills, talents and attitudes of existing work forces. 

In this regard, training programs were conducted at different time on different issues since 

District Level Decentralization Program came in to effect in order to enhance the implementing 

capacity of employees of different levels. Accordingly, the focus group discussion and interview 

with key informants reveals that training programs were held very rarely, are mostly short term, 

emphasizes on top officials and is mostly supply driven. Even those training programs that were 

demand driven are not carried out based on the identified training needs. The emphasis on top 

officials is with the assumption that local government leaders would in turn train the rest of 

employees however; top level officials are not in a position to do so since they are not willing 

and lack the necessary skills. As training is mostly provided by higher tiers of governments the 

criteria for selection of participants are not transparent. However, despite the above mentioned 

short comings, the training programs are still relevant to improve the performance of staffs in 

both Gindeberet and Abuna Gindeberet woredas. 

In addition to trainings, the functioning of individuals highly rely on a number of other factors 

like motivation, pay-scales, conditions of employment, career perspectives and office facilities 

and working conditions. According to the focus group discussion and interview with woreda and 

the regional Civil Service and Good Governance officials showed the fragility or weakness of 

both monetary and non-monetary reward to enhance the moral, and motivate employees for good 

performance. Due to lack of employee performance evaluation system, there were no promotions 

and other incentives for good performance that highly deteriorated the commitment, creativity 

and innovativeness of employee. In the same token, both local governments explained the 

limited experience of educational opportunity to encourage staff to continue to learn and 

develop. For instance, only single master degree and about five bachelor degrees were allowed to 

compete from each woreda at zonal level. Out of which only one or two individuals who won the 

competition are to be selected that in turn decreased the likelihood of being selected as they 
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compete with individuals from towns, and as there was no affirmative action that is to be 

considered for remote woredas that created high turnover of employees mainly from health and 

agriculture sectors. Moreover, employees of both woreda are not happy with the salary scale they 

are being paid. Furthermore, the interview and focus group discussion with woreda officials and 

civil servants reveals that people are not assigned as per their professions and there are no proper 

job descriptions which decreased the likely result of being effective to the position they are 

assigned to. The cumulative effect of these situations discouraged employees and reduced their 

commitment to the position they held deteriorating the implementing capacity of local 

governments. 

3.2.3. Management Capacity 

An organization‘s performance depends not only upon its financial, and other resources but also 

on its managers‘ capacity to plan, set goal, determine responsibilities and lead, motivate and 

supervise staff members, and maintain relations with stakeholders allocate and deploy these 

resources in the successful pursuit of its strategic goals. The effective execution of these 

activities demands developing the skills and abilities of managers. Therefore, before 

implementing decentralization policies, governments needs to examine the skills and competence 

of their managers because decentralizing significant amount of power and authorities results into 

wastage of decentralized resources due to lack of managerial, technical and administrative 

capacity that requires major commitment on the side of the government to improve and enhance 

their competence. 

To this end, in order to overcome the managerial capacity the Government of Ethiopia has 

involved into two major activities. First, it has designed to deploy qualified and professional 

employee from region and zone to local governments. The other strategy to develop managerial 

capacity was to provide short, medium and long term training activities. However, the survey 

result in Gindeberet and Abuna Gindeberet woreda showed that the effort of the government 

seemed to be remained scant. The Table 2 below indicates this fact.  

Employees were requested to rate the performance of their employees based on different 

parameters. For example, they were asked to rate the effort of their managers to build shared 

vision and mutual goals among employees, and 54 (50%) of Gindeberet woreda and 31 (49.2%) 
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of Abuna Gindeberet woreda employee demonstrated the effort of their managers to set common 

goals and shared vision as negligible while the remaining 43 (39.8%) and 30 (47.6%) of 

Gindeberet and Abuna Gindeberet woreda rated the same issue as satisfactory respectively. This 

lack of mutual vision and goals impede clarity of purpose, a foundation for making decisions and 

commitment for goals that negatively affect the successful implementation of organizational 

functions and responsibilities. 
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Table 2: Management Capacity 

No Items Gindeberet Woreda Abuna-Gindeberet Woreda 
High  Satisfactory  Low  High Satisfactory Low 
Frequ
ency 

% frequ
ency 

% frequ
ency 

% 
 

frequ
ency 

% frequ
ency 

% frequ
ency 

% 

1 Building a shared vision and setting 
common goals for all employees 

11 10.2 43 39.8 54 50 2 3.2 30 47.6 31 49.2 

2 Making decisions based on concrete 
evidences. 
 

18 16.7 42 38.9 48 44.4 2 3.2 32 50.8 29 46 

3 Making efforts to set standards, goals and 
objectives for performance 

15 13.9 57 52.8 36 33.3 5 7.9 37 58.7 21 33.3 

4 Having communication skills 7 6.5 55 50.9 46 42.6 5 7.9 31 49.2 27 42.9 
5 Being cooperative 8 7.4 51 47.2 49 45.4 5 7.9 32 50.8 26 41.3 
6 Delegating authority and responsibility 

when appropriate 
19 17.6 34 31.5 55 50.9 4 6.3 26 41.3 33 52.4 

7 Providing participatory decision making 
opportunities 

10 9.3 50 46.3 48 44.4 4 6.3 26 41.3 33 52.4 

8 Making efforts to build the human capacity 
of the organization 

9 8.3 36 33.3 63 58.3 7 11.1 19 30.2 37 58.7 

9 Having creativity and innovativeness 3 2.8 30 27.8 75 69.4 1 1.6 13 20.6 49 77.8 

10 Having knowledge of the current trends in 
organizational governance 

9 8.3 36 33.3 63 58.3 4 6.3 22 34.9 37 58.7 

11 Having capacity to make acceptable 
organizational strategy 

6 5.6 55 50.9 47 43.5 3 4.8 30 47.6 30 47.6 

 

Source: Own Survey (2012) 
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Furthermore, managers also lack ability to use concrete evidence to provide appropriate and 

acceptable decisions. Out of the total respondents 48 (44.4%) of Gindeberet woreda and 32 

(50.8%) of Abuna Gindeberet woreda respondents graded the ability of their managers to make 

use of concrete evidence as low and satisfactory respectively. Moreover, 42 (38.9%) and 29 

(46%) of Gindeberet and Abuna Gindeberet woreda valued the ability of their managers to use 

concrete evidence and provide acceptable decision as satisfactory and low respectively while the 

rest of 18 (16.7%) of the former woreda and 2 (3.2%) of the later woreda replied as high. It 

seems that managers of Abuna Gindeberet woreda are better off than Gindeberet woreda in 

making use of concrete evidences to provide decision. Such form of evidence based decisions 

enhances the acceptability of the decision and, if not all, it satisfies most parties.  

In addition, employees were requested to evaluate whether their managers made efforts to set 

standards, goals and objectives for performance and 57 (52.7%) of Gindeberet woreda and 37 

(58.7%) of Abuna Gindeberet woreda respondents answered as reasonable. Moreover, 33.3 

percent of respondents of both woredas indicated the extent of managers effort to set standards 

and benchmarks for performance as low while the rest of 15 (13.9%) of former woreda and 5 

(7.9%) of the later woreda respondents ranked the ability of their managers to set standards, 

goals, and objectives for performance as great. This implies how far managers lack competence 

to set standards and benchmarks to improve the planning and implementation capacities of 

woreda‘s public sectors that in turn enable measure the success and failures of the set targets and 

objectives. 

Accurate information provided through a system of top-down flows and feedback is vital to keep 

employees aware about what needs to be done, and to keep managers informed about what was 

achieved. Apart from the specific information needed to carry out work, it also helps to motivate 

employees of an organization making them feel they are part of an important effort and a wider 

purpose. However, the survey result revealed that managers of different levels lack 

communication skills. Out of the total respondents, 55 (50.9) of Gindeberet woreda and 31 

(49.2%) of Abuna Gindeberet woreda respondents specified the communication skill of their 

managers as acceptable while 46 (42.6%) of the former woreda and 27 (42.9%) of the later 

woreda respondents valued their managers communication skills as high. Therefore, this lack of 

managers‘ communication skills results into lack of mutual interaction, exchange of information, 
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cooperation, that in turn bring about huge gaps that negatively affect the performance of work as 

employees and managers are not aware of each other and do not have up to date information 

about the changes going on. This could be demonstrated through lack of cooperation and 

interaction between employee and managers.  In this regard, 51 (47.2%) of Gindeberet woreda 

and 32 (50.8%) of Abuna Gindeberet woreda respondents evaluated the cooperative abilities of 

their managers as satisfactory while the rest of 49 (45.4%) of the earlier woreda and 26 (41.3%) 

of the later woreda respondents rated the cooperative abilities of their managers as low. 

Moreover, 8 (7.4%) of Gindeberet woreda and 5 (7.9%) of Abuna Gindeberet woreda 

respondents regarded the cooperative ability of their managers as high.  

It seems sound to delegate authority whenever someone is unable to engage into their regular 

work, however, the survey result shows the reverse as 55 (50.9%) of Gindeberet woreda and 33 

(52.4%) of Abuna Gindeberet woreda respondents rated the ability of managers to delegate 

authority as insignificant whereas 34 (31.5%) of the prior woreda and 26 (41.3%) of the later 

woreda evaluated the ability of their managers to delegate authority and responsibility whenever 

appropriate as acceptable. Moreover, 19 (17.6%) of Gindeberet woreda and 4 (6.3%) of Abuna 

Gindeberet woreda respondents answered as high. Therefore, it appears that managers of 

Gindeberet woreda are well positioned to delegate authority and responsibility whenever 

appropriate than Abuna Gindeberet woredas. 

Moreover, employees were requested to rate the extent to which managers provide decisions that 

are participatory providing an opportunity for more diverse and complete information, and 

increase the legitimacy and acceptance of the proposed course of action. However, the result of 

the survey reveals the reverse as 50 (46.3%) of Gindeberet woreda respondents and 33 (52.4%) 

of Abuna Gindeberet woreda respondents rated the extent to which managers provide 

participatory decision as acceptable and negligible respectively whereas 48 (44.4%) of 

Gindeberet woreda and 26 (41.3%) of Abuna Gindeberet woreda respondents answered as low 

and satisfactory respectively. Further, 10 (9.3%) of Gindeberet woreda and 4 (6.3%) of Abuna 

Gindeberet woreda respondents replied as high to the same issue. Here, it is important to mention 

that Gindeberet woreda constitute a better experience of providing participatory decision though 

it needs to work much on it to farther it. Accordingly, such non-participatory decisions may 

result into decisions that are unacceptable in the eyes of other parties as decision making 
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processes are constrained by limits to decision-makers‘ information processing capacity, as well 

as their background, position in the organization, interests, and experiences. Therefore, it is 

important to consider decisions that are participatory and inclusive.  

In order for decentralization to achieve the intended goal the role of competent, skilled and 

qualified human resource is critical, and the realization of this effort largely depends on the role 

of managers. However, contrary to this fact 63 (58.3%) of Gindeberet woreda respondents and 

37 (58.7%) of Abuna Gindeberet woreda respondents ranked the effort of managers to develop 

human resources as low while 36 (33.3%) of Gindeberet wereda and 19 (30.2%) of Abuna 

Gindeberet woreda respondents evaluated the efforts of managers to build the human capacity of 

the organization as satisfactory. Moreover, the remaining 9 (8.3%) of Gindeberet woreda and 7 

(11.1%) of Abuna Gindeberet woreda respondents rated the effort of managers to build human 

capacity as high.  

It is widely held view that one of the rationales for decentralization is to improve the 

competitiveness of governments and enhance innovation and creativity in order to satisfy the 

wishes of citizens. Decentralization could allow all three governance institutions (government, 

the private sector, and civil society organizations) to become more creative and innovative in 

responding to public needs. Accordingly, respondents were requested whether their managers 

have creativity and innovativeness, and 75 (69.4%) of Gindeberet woreda and 49 (77.8%) of 

Abuna Gindeberet woreda respondents replied as insignificant or low.  Moreover, 30 (27.8%) of 

the prior woreda and 13 (20.6%) of Abuna Gindeberet woreda respondents uncovered the 

reasonable level of the creativity and innovativeness of their respective managers while the 

remaining 3 (2.8%) and 1 (1.6%) of the former and the later woreda exposed the creativity and 

innovativeness of their managers as high. 

Moreover, the survey result about managers‘ knowledge of current trends in organizational 

governance reveals that managers have critical knowledge gap of the current trends in 

organizational governance. In this regard, out of the total sample size requested to rate managers 

knowledge of current trends in organizational governance 63 (58.3%) of Gindeberet woreda and 

37 (58.7%) of Abuna Gindeberet woreda respondents rated their managers knowledge of the 

current trends in organizational governance as low whereas 36 (33.3%) of the former woreda and 

22 (34.9%) of Abuna Gindeberet woreda respondents rated the same issue as satisfactory while 
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the rest of 9 (8.3%) and 4 (6.3%) of Gindeberet and Abuna Gindeberet woredas respondents 

respectively evaluated the knowledge of managers as high. Such type of managerial knowledge 

gaps would create inflexibility and inadaptability to the flux and rapidly changing environment 

which in turn results into the stagnation of the organization which finally leads to complete 

failure.  

Furthermore, employees were requested to rate the ability of their managers to set acceptable 

organizational strategy, and 55 (50.9%) of Gindeberet woreda respondents and 30 (47.6%) of 

Abuna Gindeberet woreda respondents evaluated the capacity of their managers to set acceptable 

organizational strategy as satisfactory while 47 (43.5%) of former woreda respondents and 30 

(47.6%) of Abuna Gindeberet woreda respondents rated the same issue as low. Moreover, the 

remaining 6 (5.6%) of Gindeberet woreda and 3 (4.8%) of Abuna Gindeberet woreda 

respondents replied as high.  

3.2.4. Financial Capacity 

Lack of resources implies incapacity of any agency. Accordingly, financial responsibility is at 

the core of the concept of decentralization as it is the most important determinant resource to the 

successful implementations of decentralization. Evidences reveal that in most developing 

countries decentralization policies have been plagued by financial deficiencies that would pose 

difficulty on local governments of covering their basic operating expenses, training their 

personnel, purchasing equipment, making organizational improvements, obtaining technical 

assistance, and expanding the range and quality of public services (Rondinelli et.al., 1983; Shah, 

1999). In this regard, the decentralization policy of Ethiopia is not an exception as different 

levels of governments suffered from lack of sufficient financial capacity to finance their 

decentralized responsibilities and functions (Mehret, 2002; Tegegne and Kassahun, 2004; 

Dickovick and Tegegne, 2010). It is worth noting, however, that for decentralization to work 

local government must have adequate financial resources, usually from a combination of local 

revenues and grants from central government. Hence, if decentralization is to have an impact on 

enabling local organizations to provide services and infrastructure more effectively, local 

organizations must have stronger authority to raise revenues and generate large amounts of 

revenues.  
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Realizing this, the government has designed two strategies to alleviate the problem. These 

strategies were region-woreda fiscal transfer and own revenue generation through allocation of 

financial resources required for local development on efficacy and equity basis by introducing 

credible, transparent and fair region-woreda transfer formula, and enhance the capacity and 

incentives of woreda for mobilizing own revenues and use of funds respectively. Accordingly, 

the Oromia National Regional State has revised the been providing block grants which is by and 

large a general purpose grant to woreda, town and zonal administration based on their 

expenditure obligation and affordable needs, conditioned to bring about measurable outcomes 

even though there are some ongoing projects and non-discretionary payments such as salary, 

which forcefully divert the grant to predefined purpose to be qualified as specific purpose grant.  

An official document, Local Governments Block Grant Allocation Formula, shows that the 

regional government has its own formula and criteria on the basis of which it provides grants to 

woredas. In this regard, the previous formula provides 55% weight for population index, 30% for 

development index and 15% for revenue index. However, it is a capital biased and it was 

designed to measure the relative capital needs of the woredas. The variables included in the 

formula are those variables, which measure the infrastructure deficit of the woredas with respect 

to their population. Therefore, it doesn't measure the actual budgetary needs of the woredas. It 

also includes variables out of the domain of expenditure obligation of the woredas such as 

telephone and electricity indices. The policy variables included in the formula are packed 

together in such a way that is difficult to manipulate as per the requirement of the regional 

development policies and strategies. The weighting of the variables is also too subjective and has 

no relationship with government priorities and objective realities. In general the formula has the 

following limitations that includes it doesn‘t explicitly show the relation between financial 

performance with government policies, goals and objectives,  doesn‘t measure recurrent needs, 

gives less emphasis for other than population,  doesn‘t favor efficient and equitable utilization of 

resource, and  provides subjective weighting.  

As a result, following the inauguration of District Level Decentralization Program the new 

formula which was based on the fundamental principles of efficiency, equity, adequacy and 

comprehensiveness, transparency and comprehensibility, and stability and predictability came 

into being in 2002/2003. The very ideas of the new need based, outcome conditional and general-

purpose grant are to address on the minimum the basic needs in terms of existing commitment 
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and sustainable service expansion for the steady growth of service needs, to give discretion for 

woredas in their financial management in order to foster their creative engagement and bring 

about measurable results. This block grant force woredas to set their goals, objectives and 

priorities as per the priorities and targets of the regional government. It mainly takes into 

considerations the development sector and socio-economic activities. The grant mainly focuses 

on the five strategic sectors or poverty reduction sectors (education, health, agriculture and rural 

development, water, and roads).  The Block grant calculation establishes a recurrent-capital ratio 

of 73:27. However, the short comings of this formula is that it is not established by empirical 

study but by expert opinion and past experiences backed by the decision of higher officials.  

Moreover, the formula falls short of the participation of the main stakeholders and engine of 

development, woredas, as only zonal, special woredas and regional government officials are part 

of the enactment of the formula.  

Woreda officials and woreda Office of Finance and Economic Development officials were asked 

about whether finances as provided in the budget are released timely, awareness of the criteria 

used to apportion the budget (block grant), whether the formula enables appropriate allocation of 

resources, the adequacy of power and autonomy to decide on the block grant budget, and the 

happiness with the budget formula and the amount of money the woreda get. According to Table 

3, woredas have limited autonomy and discretion to set priorities and targets as 11 out of 15 

respondents in Gindeberet woreda and 5 out of 7 respondents in Abuna Gindeberet woreda rated 

their autonomy to set priorities and targets as satisfactory whereas 4 and 1 respondents of 

Gindeberet and Abuna Gindeberet woredas respectively replied as high. 

Moreover, respondents were asked the extent to which the regional government consult woredas 

while deciding the budget, and 9 of Gindeberet woreda respondents and 4 of Abuna Gindeberet 

woreda respondents indicated the reasonable level to which the regional government consult the 

woreda under study while deciding on the budget whereas 4 of the earlier woreda respondents 

and 3 of the later woreda respondents revealed the extent to which regional government consult 

woredas as low. 

According to the survey result (Table 3), 10 out of 15 respondents and 3 of Gindeberet and 

Abuna Gindeberet woreda respondents respectively indicated whether budget are released timely 

as satisfactory whereas 3 of the former woreda and 2 of the later woreda respondents rated the 
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same issue as low. Moreover, 2 respondents of Gindeberet and Abuna Gindeberet woreda 

respondents replied whether budgets are released timely as high.  

Furthermore, the formula used to apportion the block grant should be simple, understandable, 

transparent, and be based on objective criteria to reduce ambiguity. In this regard, woreda 

officials were asked the extent to which they are aware of the criteria used to allocate the budget, 

and 6 and 4 of Gindeberet woreda and Abuna Gindeberet woreda respondents respectively 

specified that they lack awareness whereas 6 and 3 of the former woreda and the later woreda 

respondents respectively demonstrated that they are aware of the criteria to a reasonable degree. 

Moreover, it seems that Gindeberet woreda officials were more aware of the criteria used to 

apportion the budget as 3 out of 15 respondents answered as high. 

Besides, officials were also asked the level to which the formula enables appropriate allocation 

of resources, and 8 of Gindeberet woreda and 4 of Abuna Gindeberet woreda respondents made 

known that they do not think that the formula enables appropriate allocation of resources while 5 

of the former woreda respondents and 3 of the later woreda respondents showed that the formula 

would enable proper allocation of resources. In light of this, the survey result demonstrated that 

woredas were not happy/ satisfied with the budget formula and the money they get as 9 of 

Gindeberet woreda and 4 of Abuna Gindeberet woreda respondents replied their dissatisfaction 

to the formula. Whereas, 5 of the earlier woreda and 3 of the later woreda rated the happiness 

they drive from the budget formula as acceptable. 
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Table 3: Financial Capacity 

No Items Gindeberet Woreda Abuna-Gindeberet Woreda 
High  Satisfactory  Low  High Satisfactory Low 
Frequ-
ency 

% frequ
ency 

% frequ
ency 

% 
 

frequ
ency 

% frequ
ency 

% frequ
ency 

% 

1 The discretion to set priorities and targets 4 26.7 11 73.3 - - 1 14.3 5 71.4 1 14.3 
2 Ability to generate own revenue 2 13.3 6 40 7 46.7 - - 2 28.6 5 71. 4 
3 Diversified sources of revenue - - 4 26.7 11 73.3 - - 3 42.9 4 57.1 
4 Expenditure decisions on  the total amount 

of budget 
2 13.3 11 73.3 2 13.3 1 14.3 4 57.1 2 28.6 

5 Budget is decided by regional governments 
in consultation with woredas. 

2 13.3 9 60 4 26.7 - - 4 57.1 3 42.9 

6 The budget is adequate to cover total 
recurrent and capital expenditures. 

- - 4 26.7 11 73.3 - - 4 57.1 3 42.9 

7 Finances as provided in the budget are 
released timely 

2 13.3 10 66.7 3 20 2 28.6 3 42.9 2 28.6 

8 Awareness of the criteria used to apportion 
the budget (block grant) 

3 20 6 40 6 40 - - 3 42.9 4 57.1 

9 The formula enables appropriate allocation 
of resources 

2 13.3 5 33.3 8 53.3 - - 3 42.9 4 57.1 

10 Are you happy with the budget formula and 
the amount of money you get 

1 6.7 5 33.3 9 60 - - 3 42.9 4 57.1 

11 The adequacy of power and autonomy to 
decide on the block grant budget. 

6 40 6 40 3 20 - - 3 42.9 4 57.1 

12 The adequacy of available human resources 
to ensure a good financial control and 
information system 

1 6.7 6 40 8 53.3 - - 4 57.1 3 42.9 

13 The auditors of the organization are happy 
with the controls of cash and assets being 
utilized 

- - 7 46.7 8 53.3 - - 4 57.1 3 42.9 

Source: Own Survey (2012) 
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Whatever the response of the officials might be the regional government has been providing 

woredas with budget. For instance in 2009/2010 fiscal year out of the total budget allocated to 

Gindeberet and Abuna Gindeberet woredas the grant covers 80.5 and 85.7 percent respectively 

while the remaining 19.5 and 14.3 percent  of woreda activities were to be financed by the 

revenue generated by woredas themselves. In the same token, in the year 2010/2011 and 

2011/2012 similar trends have been manifested as woredas rely on regional governments for 

more than 80 percent of their total budget.  This fact and figures can be indicated in table 4 

below: 

 

Table 4: Budget and Sources of Budget in Gindeberet and Abuna Gindeberet Woredas 

Budget Fiscal Years 
Gindeberet Woreda Abuna Gindeberet Woreda 
2009/10 2010/11 2011/12 2009/10 2010/11 2011/12 

Recurrent Budget 15,129,179 18,786,968 27,266,165 14,809,782 17,924,297 26,404,224 
Capital Budget 1,064,236 1,600,583 2,361,476 1,015,387 1,961,845 2,302,167 
Miscellaneous 1,22,497 131,858 142,512 80,000 100,000 100,000 
Total 16,315,912 20,519,409 29,803,153 15,905,169 19,986,142 28,806,391 

Sources of Budget   
Woreda Tax-
revenue 

2,307,472.38 2,483,740 4,148,183 150,000 160,000 2,390,000 

Woreda non-tax  
revenue 

870,652.62 699,064 1,732,640 2,122,412 3,006,341 1,945,902 

Total Woreda 
Revenue 

3,178,125 3,182,804 5,880,823 2,272,412 3,166,341 4,335,902 

Regional 
government block 
grant 

13,137,792 17,336,605 24,290,330 13,632,757 16,819,801 24,470,489 

Source: Gindeberet and Abuna Gindeberet Woredas Finance and Economic Development 

Office 

A closer look at the table above discloses that woredas are awfully dependent on the grant they 

gain from the regional government as the revenue collected by woredas is insignificant to finance 

their decentralized responsibilities and functions properly. In order to get information about the 

ability of the woredas to generate own revenue, and the existence of diversified sources of 

revenue questionnaires was administered to woreda officials and woreda Finance and Economic 

Development officials (see table 3 above). Accordingly, concerning the ability of the woredas to 

generate their own revenue, out of the total sample size 7 (46.7%) of Gindeberet woreda and 5 

(71.4%) of Abuna Gindeberet woreda indicated the inadequacy of the ability of the woreda to 
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generate revenue whereas 6 (40%) of the earlier woreda and 2 (28.6%) of the later woreda 

revealed the acceptable ability of woredas to generate their own revenue. The remaining 2 

(13.3%) of Gindeberet woreda respondents specified the greater ability of the woreda to generate 

its own revenue. Accordingly, it seems that Gindeberet woreda is better off in its capacity to 

generate revenue. The limited ability to generate revenue, an interview with woreda revenue 

authority of both woredas exhibited the existence of internal as well as external factors that 

impedes the revenue generating effort of woredas. Internal factors include, lack of enough 

space/offices, lack of budget, lack of trainings to enhance and improve the implementing 

capacity of experts and managers, and lack of human resource capacity. External aspects 

influencing the revenue generating capacity of woredas are lack of timeliness due to lack of 

awareness among the community about the benefits of revenue and taxes, the influence of the 

topography, lack of transport services, the merger of revenue collection with Oromia 

Development Association, Red Cross, and income from sport have reduced the revenue that 

should be collected from rural land administration, lack of proper control by the office of trade 

that contributed to the proliferation of illegal businesses, and tax evasion.  

With regard to the sources of the revenue, 11 (73.3%) of Gindeberet woreda and 4 (57.1%) of 

Abuna Gindeberet woreda respondents showed the presence of low sources of revenue while 4 

(26.7%) of earlier woreda and 3 (42.9%) of the later woreda disclosed the existence of adequate 

sources of revenue respectively.  

A society‘s capacity to meet the needs of its members depends not only on the resources 

available to it, but it largely relies on how best those resources are utilized. A good financial 

management and sound financial management would inspire funders and enables create 

confidence in them. To this end, the availability of adequate and qualified human resources that 

undertake this activity is important to achieve the intended objective. Accordingly, respondents 

were asked the adequacy of available human resources to ensure a good financial control and 

information system, and 8 (53.3%) of Gindeberet woreda respondents and 4 (57.1%) of Abuna 

Gindeberet woreda respondents indicated the availability of adequate and low human resources 

to ensure a good financial control and information system respectively. Moreover, 6 (40%) of 

earlier woreda and 4 (57.1%) of the later woreda mentioned the availability of adequate and 

insufficient human resources to ensure financial management.  
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Furthermore, respondents were asked whether auditors of the organization are happy with the 

controls of cash and assets being utilized, and 8 (53.3%) of Gindeberet woreda and 4 (57.1%) of 

Abuna Gindeberet woreda replied as low and satisfactory respectively while the remaining 7 

(46.7%) of the former woreda and 4 (57.1%) of the later woreda rated the same issue as low and 

satisfactory consecutively. Besides, the focus group discussions illustrate the unavailability of 

adequate and competent human resources to ensure good financial management and assets. This 

is mainly due to the absence of structure that offers internal auditors and lack of budget to hire 

skilled and competent staffs. 

Moreover, woredas spent more than 90 percent of their budget to recurrent expenditure which 

focuses on expansion of the existing services and used for salary and operational expenses 

whereas the remaining less than 10 percent is spent for capital expenditures. For example, out of 

the total budget allocated to Gindeberet woreda in three consecutive fiscal years recurrent budget 

constitute 15,129,179, 18,786,968, and 27,266,165 which is more than 90% of total budget. The 

same holds true for Abuna Gindeberet woreda. This shows the degree to which local 

governments focus on expanding the already existing services. 

3.2.5. Availability of Facilities 

The limited physical infrastructure, transport and communications facilities, restricted access to 

services and facilities in rural areas hinders interaction among local communities, district and 

provincial governments, and between them and the central government too (Rondinelli, et.al., 

1983). Decentralized units also found it hard to interact with each other or to coordinate their 

activities within regions. Considering this the Ethiopian government has designed a strategy 

under District Level Decentralization Program that aimed at enhancing and improving the 

infrastructure and office equipment. It aimed at creating enabling working environment by 

strengthening disadvantaged rural woredas and woreda offices with basic office equipment, ICT 

and related office facilities.  However, the survey result demonstrated little attention has been 

given in the design and implementation of decentralization policies to the impacts of 

infrastructure and office facilities in Gindeberet and Abuna Gindeberet woredas.  
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Table 5: Availability of Office Equipment or Facilities 

No Items Gindeberet Woreda Abuna-Gindeberet Woreda 
High  Satisfactory  Low  High Satisfactory Low 
Frequ-
ency 

% frequ
ency 

% frequ
ency 

% 
 

frequ
ency 

% frequ
ency 

% frequ
ency 

% 

1 Availability of telephone service 1 0.9 19 17.6 88 81.5 2 3.2 10 15.9 51 81 
2 Availability of vehicles - - 2 1.9 106 98.1 - - 3 4.8 60 95.2 
3 Availability of computer service 4 3.7 40 37 64 59.3 1 1.6 12 19 50 79.4 
4 Availability of internet services 1 0.9 1 0.9 106 98.1 - - 2 3.2 61 96.8 
5 Availability of computer networking 2 1.9 9 8.3 97 89.8 - - 2 3.2 61 96.8 
6 Availability of strong database - - 12 11.1 96 88.9 - - 8 12.7 55 81.3 
7 Availability of adequate buildings to 

support and facilitate daily work 
1 0.9 32 29.6 75 69.4 2 3.2 14 22.2 47 74.6 

Source: Own Survey 

If one takes a closer look at Table 5 above, relatively except computer service and offices which are on better position, the other office 

facilities are almost unavailable. For instance, respondents were requested to rate the accessibility of telephone services, and 88 

(81.5%) of Gindeberet woreda respondents and 51 (81%) of Abuna Gindeberet woreda respondents rated the availability of telephone 

service as negligible whereas the rest of 19 (17.6%) of earlier woreda and 10 (15.9%) of the later woreda specified as satisfactory. 

Moreover, 1 (0.9%) of Gindeberet woreda and 2 (3.2%) of Abuna Gindeberet woreda respondents answered the availability of 

telephone service as high. Besides, personal experience reveals not only the inadequacy of telephone services in different local 

government offices and departments but also the unavailability of telephone services in the locality at all. Even though telephone line 

was already stretched in Gindeberet woreda in 2006, due to technical problems the service was detached since 2002 E.C. while Abuna 

Gindeberet woreda make use of wireless telephone services.  
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With regards to the availability of vehicle services, 106 (98.1%) of Gindeberet woreda 

respondents and 60 (95.2%) of Abuna Gindeberet woreda respondents evaluated its accessibility 

as low while the remaining 2 (1.9%) of earlier woreda and 3 (4.8%) of Abuna Gindeberet woreda 

respondents revealed the adequacy of vehicle services. Moreover, the availability of computer 

service was stated by 64 (59.3%) and 50 (79.4%) of respondents of Gindeberet and Abuna 

Gindeberet woreda consecutively as insignificant while 4 (3.7%) and 40 (37%) of Gindeberet 

woreda and 1 (1.6%) and 12 (19%) of Abuna Gindeberet woreda rated the accessibility of 

computer services as high and satisfactory respectively. 

Internet service is one of the most important tools that facilitate communication both internally 

and externally as well as enables acquire updated information about the ever changing world. 

However, contrary to the plan of the government, ICT services like internet is almost unavailable 

except on mobile phone in the study woredas. This observation can be justified by the survey 

results, as 106 (98.1%) of Gindeberet woreda respondents and 61 (96.8%) of Abuna Gindeberet 

woreda respondents rated the availability of internet services as low whereas the remaining 1 

(0.9%) of earlier woreda and 2 (3.2%) of Abuna Gindeberet woreda respondents rated 

satisfactory. As far as computer networking is concerned, 97 (89.8%) of Gindeberet woreda and 

61 (96.8%) of Abuna Gindeberet woreda respondents ranked as low while the rest of 9 (8.3%) of 

former woreda and 2 (3.2%) of the later woreda graded the accessibility of computer networking 

as adequate.   

The processes by which information is decoded, processed, and stored underlie most local 

government functions. The available local government data has to be reliable, accurate and 

consistent. To this end,  the existence  of appropriate  databases and  filing systems  is  essential 

for instance to the  ability  to collect  taxes, as well  rapid socio-economic transformation is 

unthinkable without accurate and reliable data. Accordingly, this survey has tried to assess the 

availability of strong database in Gindeberet and Abuna Gindeberet woredas however, the result 

showed almost the non-existence of strong database in both woredas as 96 (88.9%) of 

Gindeberet woreda and 55 (81.3%) of Abuna Gindeberet woreda respondents replied as low 

while the remaining 12 (11.1%) and 11 (18.7%) of Gindeberet and Abuna Gindeberet woreda 

respondents indicated the presence of adequate database respectively. This shows that the 
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woreda has weak and poor data recording systems that deteriorate the existence of reliable and 

valid data that demonstrates the reality in the woredas under study. 

Moreover, the existence of adequate buildings and infrastructures to run the day to day activities 

of offices play a paramount role to effectively discharge local governments‘ constitutional 

mandates and responsibilities. Accordingly, employees of the two woredas were asked whether 

adequate buildings and offices are there, and 75 (69.4%) and 47 (74.6%) of Gindeberet and 

Abuna Gindeberet woreda respondents respectively stated the inadequacy of available offices to 

discharge their day to day activities. Moreover, 32 (29.6%) of Gindeberet woreda respondents 

and 14 (22.2%) of Abuna Gindeberet woreda respondents exhibited the adequacy of buildings 

and infrastructures while the remaining 1 (0.9%) of the former woreda and 2 (3.2%) of the later 

woreda respondents answered the same issue as high. Personal observation also reveals that the 

problem is more acute in Abuna Gindeberet woreda as two or more sector offices are forced to 

work under the same roof, the ground is full of dust, and do not have ceilings. 

3.2.6. Enabling Work Environment 

Each organization is set in a particular environment to which it is closely linked. This 

environment provides multiple contexts that affect the organization and its performance, what it 

produces, and how it operates.  Enabling environments support effective and efficient 

organizations and individuals, and creating such environments is becoming an increasingly 

important aspect of capacity development. The concept of an enabling environment is the key to 

understanding and explaining the forces that help shape the character and performance of 

organizations. Therefore, any effort to analyze and improve the performance of an organization 

requires an understanding of the forces inside and outside the organization that can facilitate or 

inhibit that performance.  

3.2.6.1. Internal Enabling Environment 

Factors that make up the internal environment include the organization‘s culture, performance 

related incentive and rewards, the history and traditions of the organization, leadership and 

management style, the existence of a generally recognized and accepted mission statement, 

organizational structure (division of labor and definition of roles, responsibilities, and authority), 

and shared norms and values. 
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Although District Level Decentralization Program intended to improve and enhance woreda 

working systems for planning and implementation and service delivery, the survey revealed that 

the overall internal environment of the local government is weak. This could be demonstrated 

through different factors. For instance, it is obvious that the existence of proper organizational 

structure is crucial to the coordination and integration of different activities. Moreover, the 

clarity  and simplicity of  the structures and procedures used to  decentralize, the ability  of  the 

implementing  agency staff to  interact with higher level authorities,  and the extent to  which 

components of  decentralized programs are integrated influences the outcomes of 

decentralization efforts. In light of this, employees were asked whether there is appropriate 

structure for key functions, and 71 (65.7%) of Gindeberet woreda and 32 (50.8%) of Abuna 

Gindeberet woreda respondents illustrated the presence of structure to address key functions as 

low. Moreover, 35 (31.5%) of Gindeberet woreda and 27 (42.9%) of Abuna Gindeberet woreda 

respondents replied as satisfactory to the same question while the remaining 3 (2.8%) of 

Gindeberet woreda and 4 (6.3%) of Abuna Gindeberet woreda respondents ranked the existence 

of appropriate structure for key functions in their respective office as high. Hence, lack of 

appropriate organizational structures and procedures hinders the effort of staffs to meet their 

obligations, including development of a good working relationship with officials, among staffs 

themselves, and elected representative councils as well as inappropriately designed and 

implemented structures and processes will lead to the failure of decentralization. 

Furthermore, the survey result showed lack of clear and stable structures and systems to be 

followed in the study areas. With this regard, 75 (69.4%) of Gindeberet woreda respondents and 

37 (58.7%) of Abuna Gindeberet woreda respondents demonstrated the prevalence of relatively 

unstable and unclear structures and systems while the remaining 28 (25.9%) and 26 (41.3%) of 

the same woreda respectively indicated the presence of acceptable level of stable and clear 

organizational structure. Moreover, it seems that Gindeberet woreda has more clear and stable 

structure than Abuna Gindeberet woreda as 5 (4.6%) of respondents of Gindeberet woreda 

exhibited the presence of high degree of clear and stable work structure whereas none in Abuna 

Gindeberet woreda. The ever changing work structure have created difficulty to workers to stay 

stable and committed to the position they held which in turn negatively affected the performance 

of job and the effective implementation of the plan. 
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Moreover, the respondents were asked whether employees understand the objectives of the 

organization and 68 (63%) of Gindeberet woreda and 36 (57.1%) of Abuna Gindeberet woreda 

respondents replied that employee understand the objectives of their respective offices to a 

reasonable level. In addition, 32 (29.6%) of Gindeberet woreda and 22 (34.9%) of Abuna 

Gindeberet woreda respondents disclosed the low level of awareness of objectives of offices 

while the remaining 8 (7.4%) of the former woreda and 5 (7.9%) of the later woreda argued the 

existence of high degree of awareness of the objectives of offices among employee. Furthermore, 

line of authority is not well understood in local governments under study as 66 (61.1%) and 39 

(61.9%) of the respondents in Gindeberet and Abuna Gindeberet woredas respectively responded 

as low while 38 (35.2%) of Gindeberet woreda respondents and 21 (33.3%) of Abuna Gindeberet 

woreda respondents exhibited as satisfactory. Besides, 4 (3.7%) of the earlier woreda and 3 

(4.8%) of the later woreda indicated the high degree of understanding of line of authority among 

employee. This low degree of awareness of objectives and the existence of unclear line of 

authority poses difficulty on measuring the proper implementation, monitoring and evaluation of 

plans and development activities as there is weak chain of check and balance. 

Capacity building involves beyond enhancing knowledge and skills of individuals. It largely 

depends on the quality of the organizations in which individuals work.  The operation of 

particular organization in turn relies on the enabling environment i.e. the structure of power and 

influence and the institutions in which they are embedded. With this regard, employees were 

asked whether there is conducive working conditions that stimulate employee to be committed to 

their work, and 83 (76.9%) of Gindeberet woreda and 44 (69.3%) of Abuna Gindeberet woreda 

indicated the existence of limited inspiring work situation while the remaining 21 (19.4%) and 

19 (30.2%) of respondents of the same woreda respectively argued the presence of tolerable 

amount of good working environment. Here, it is important to mention that Gindeberet woreda 

has relatively more conducive working condition than Abuna Gindeberet woreda as 4 (3.7%) of 

respondents indicated the presence of highly conducive working situation. 

Capacity is not only about skills and procedures; it is also about incentives as an organization‘s 

competitiveness  depends  in  part  on  its  ability  to  create  an  environment  that motivates and 

stimulates its personnel, and it is highly likely that  staff  who  are  reasonably  comfortable  with  

working  conditions  and  stimulated  by  the environment will be productive. The assessment 
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and reward system helps the organization to retain good employees, motivate staff, facilitate 

organizational strategic objectives, and support individual learning. In connection with this, 107 

(99.1%) employee of Gindeberet woreda and 57 (90.5%) of Abuna Gindeberet woreda exposed 

the unavailability of employee recognition programs such as incentives, rewards, promotion, etc. 

for good performance while the remaining 1 (0.9%) of former woreda and 6 (9.8%) of the later 

woreda respondents specified the existence of acceptable level of employee recognition 

programs. Similarly, an interview with officials and focus group discussion in both woredas 

showed the unavailability of employee recognition since BPR came into force as there was no 

system of evaluation of employee performance upon which promotions, incentives, and rewards 

were to be provided. As a result, the absence of such system has increased employee turnover, 

discouraged employee performance and commitment to work as the every employee was on the 

same rank. 
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Table 6: Internal Enabling Environment 

No Items Gindeberet Woreda Abuna-Gindeberet Woreda 
High  Satisfactory  Low  High Satisfactory Low 
Frequ-
ency 

% frequ
ency 

% frequ
ency 

% 
 

frequ
ency 

% frequ
ency 

% frequ
ency 

% 

1 The existence of appropriate structure for 
key functions 

3 2.8 34 31.5 71 65.7 4 6.3 27 42.9 32 50.8 

2 The existence of clear and stable structures 
and systems 

5 4.6 28 25.9 75 69.4 - - 26 41.3 37 58.7 

3 Employees‘ understand the objectives of 
the organization 

8 7.4 68 63 32 29.6 5 7.9 36 57.1 22 34.9 

4 Line of authority is understood at all levels 4 3.7 38 35.2 66 61.1 3 4.8 21 33.3 39 61.9 
5 Availability of attractive work condition 4 3.7 21 19.4 83 76.9 - - 19 30.2 44 69.3 
6 Availability of employee recognition 

programs (incentives, rewards, promotion) 
for high performance 

- - 1 0.9 107 99.1 - - 6 9.8 57 90.5 

 Yes No I do not 
Know 

Yes No I do not Know 

Freque
ncy 

% Frequ
ency 

% Frequ
ency 

% Frequ
ency 

% Frequ
ency 

% Freq
uency 

% 

7 Key positions are adequately filled 13 12 85 78.7 10 9.3 9 14.3 53 84.1 - - 
8 The staff meetings are regularly held 44 40.7 64 59.3 - - 26 41.3 37 58.7 - - 
9 Monitoring and evaluation capacity of the 

office is weak 
51 47.2 57 52.8 - - 34 54 28 44.4 1 1.6 

10 The organization has clear rules, directives, 
and guidelines for employees 

43 39.8 64 59.3 1 0.9 31 49.2 31 49.2 1 1.6 

11 The financial management system of the 
office is weak 

47 43.5 56 51.9 5 4.6 32 50.8 29 46 2 3.2 

12 Plans are properly implemented in the 
office. 

35 32.4 69 63.9 4 3.7 27 42.9 35 55.6 1 1.6 

Source: own Survey (2012)
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Besides, it is clearly seen in Table 6 above that 85 (78.7%) of employee of Gindeberet woreda 

and 53 (84.1%) of employee of Abuna Gindeberet woreda uncovered that key positions are not 

adequately filled while the remaining 13 (12%) and 9 (14.3%) of both woreda respondents 

respectively proved that key positions are filled. Lack of sufficient budget, ever expanding and 

changing organizational work structure, etc. are identified as responsible for key positions not to 

be filled adequately. Moreover, respondents were asked whether regular meetings were held 

among members of staff and 64 (59.3%) of Gindeberet woreda respondents and 37 (58.7%) of 

Abuna Gindeberet woreda respondents specified the limited availability of meetings among 

staffs whereas 44 (40.7%) and 26 (41.3%) of both woredas respectively implied the availability 

of regular meetings. This lack of regular meetings could negatively affect the performance of job 

as employees are not informed about new issues, changes and progresses in the organizations to 

adapt and coup up with the changes.  

Most importantly, as far as the monitoring and evaluation capacity of local governments under 

study are concerned, 51 (47.2%) of Gindeberet woreda respondents and 34 (54%) of Abuna 

Gindeberet woreda respondents referred the presence of strong and weak monitoring and 

evaluation systems respectively in their respective woredas while the rest of 57 (52.8%) of  the 

former woreda and 28 (44.4%) of Abuna Gindeberet woreda respondents indicated the existence 

of weak and strong monitoring and evaluation systems in their respective woredas. This situation 

reveals the relative strength of monitoring and evaluation system in Abuna Gindeberet woreda 

than that of Gindeberet woreda. 

Rules, directives,  laws  and guidelines must be written concisely  and describe clearly and 

simply, the relationships and obligations of  officials and citizens, the allocation of functions 

among units, and the roles and duties of  leaders at  each level as well as the relationship among 

employee and their duties and responsibilities. In this regard respondents were requested to 

comment whether there are clear rules, directives and guidelines for employees, and 64 (59.3%) 

of respondents of Gindeberet woreda and 31 (49.2%) of Abuna Gindeberet woreda respondents 

indicated the presence  of lack of clear rules and regulation to guide employee. Moreover, 43 

(39.8%) of Gindeberet woreda respondents and 31 (49.2%) of Abuna Gindeberet woreda 

answered the availability of directives and procedures to guide employee while the remaining 

respondents replied that they are not aware of such situation at all.  
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A society‘s capacity to meet the needs of its members depends on the resources available to it, 

and largely on how best those resources are utilized. Accordingly, management of an 

organization‘s financial resources and other asset is a critical capacity. Good management of 

finance is essential to the overall functioning of the organization inspiring confidence in funders 

interested in financial accountability and sound financial management. Accordingly, respondents 

were asked whether the financial management of the office is weak, and 56 (51.9%) of 

Gindeberet woreda respondents, and 32 (50.8%) of Abuna Gindeberet woreda respondents 

exhibited the availability of strong and weak financial management respectively. Moreover, 47 

(43.5%) of Gindeberet woreda and 46 (29%) of Abuna Gindeberet woreda respondents 

ascertained the availability of weak and strong financial management system. This shows that 

Gindeberet woreda is relatively better than Abuna Gindeberet woreda in terms of financial 

management. According to the focus group discussion, weak financial management is resulted 

from lack of adequate and qualified human resources to monitor and evaluate the financial 

management. Moreover, the absence of internal auditors to each sectoral office since the existing 

organizational structure of woreda offices does not offer the position. Besides, the participant to 

the focus group discussion ascertained the unavailability of assets management. 

The cumulated impact of the above mentioned drawbacks and problems is reflected in the 

inability of different sector offices to effectively implement or execute their plans and achieve 

their objectives. In this regard, respondents were asked whether their respective offices execute 

their plans as intended, and 69 (63.9%) of Gindeberet woreda respondents and 35 (55.6%) of 

Abuna Gindeberet woreda respondents answered the failure of their sector offices to achieve 

their plan whereas 35 (32.4%) of the former woreda and 27 (42.9%) of the later woreda 

respondents answered that plans are implemented as intended. But the remaining percent of 

respondents responded that they are not informed whether plans are executed as intended. The 

focus group discussion and interview with officials of both woredas specified, in addition to the 

above mentioned factors, lack of being informed and aware as well as lack of accepting the plan, 

overload of jobs, and the participation of employee on different jobs beside their area of concern 

are identified as causes that hindered the effective implementation of plans in the study woredas. 
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3.2.6.2. External Enabling Environment 

The external environment in which the organization operates also has a strong influence on the 

performance of an organization. These factors that make up external working environment 

comprises of administrative and legal systems that govern the organization, the political 

environment, and the social and cultural context in which the organization operates. In this 

regard, most of respondents explained that the overall external enabling environment of both 

woredas is not conducive to work. For instance, respondents were requested to rate whether laws 

and procedures regarding powers and duties of woredas are clearly communicated except the 

constitution, and 59 (54.6%) of Gindeberet woreda and 30 (47.6%) of Abuna Gindeberet woreda 

respondents indicated the presence of lack of such trends of communication of laws and 

procedures regarding duties and powers of woreda except the constitution. Moreover, 29 (26.9%) 

of Gindeberet woreda and 26 (41.3%) of Abuna Gindeberet woreda respondents uncovered the 

availability of trends of communicating laws and procedures regarding powers and duties of 

woreda except the constitution whereas the rest of 20 (18.5%) and 7 (11.1%) of Gindeberet and 

Abuna Gindeberet woreda respondents respectively clarified that they are not even aware of 

anything about the issue raised. In connection with this issue it is noted from the interview and 

focus group discussion that previously sectoral offices were responsible to make aware employee 

of their own their rights and responsibilities and such activity was very rare however, since 

2003E.C. the mandate was relocated to woreda Civil Service and Good Governance Office, and 

since then there is a good beginning to offer short term trainings to the entire employees about 

their right and duties. 
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Table 7: External Enabling Environment 

Items Gindeberet Woreda Abuna Gindeberet Woreda 

Yes No I do not 
Know 

Yes No I do not 
Know 

Frequ
ency 

% Freq
uency 

% Fre
que
ncy 

% Fre
que
ncy 

% Freq
uency 

% Frequ
ency 

% 

1 Do laws and procedures regarding 
powers and duties of weredas are clearly 
communicated except the constitution 

29 26.9 59 54.6 20 18.5 26 41.3 30 47.6 7 11.1 

2 Do Local level actors have clear visions 
over the goal of decentralization 

29 26.9 63 58.3 16 14.8 31 42.1 30 47.6 2 3.2 

3 Does capacity building efforts enhanced 
the decentralization process in the 
locality 

24 22.2 69 63.9 15 13.9 26 41.3 34 54 3 4.8 

4 Is the horizontal coordination in the local 
government weak 

58 53.7 29 26.9 21 19.4 32 50.8 24 38.1 7 11.1 

5 Do sectors/offices recognize and 
understand their current strength, 
weakness, opportunities and threats 

42 38.9 43 39.8 23 21.3 38 60.3 23 36.5 2 3.2 

6 Is the support from regional government 
sufficient 

8 7.4 94 87 6 5.6 9 14.3 53 84.1 1 1.6 

Source: Own Survey (2012) 
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It is widely shared view that an individuals, organizations, or institutions that do not have a 

vision do not know where to go, what to do and for whom to do. This shows the extent to which 

setting and understanding vision is important to the successful accomplishment of one‘s mission 

and goals. Decentralization as a policy has its own rationales and goals to be attained while it 

was implemented at national, regional, and local levels. Accordingly, for the goal of 

decentralization to be achieved it has paramount importance to understand and recognize its 

vision. In this regard, respondents were asked the degree to which local level actors (public, 

private, civil society organizations, etc.) have clear vision over the goal of decentralization, and 

63 (58.3%) of Gindeberet woreda respondents and 30 (47.6%) of Abuna Gindeberet woreda 

respondents designated the low degree of awareness about the vision of decentralization. Further, 

29 (26.9%) and 31 (42.1%) of Gindeberet and Abuna Gindeberet woreda respondents referred 

that local level stakeholders have clear vision of decentralization while the remaining 16 (14.8%) 

and 2 (3.2%) of Gindeberet woreda and Abuna Gindeberet woreda respondents respectively 

proved that they are not informed about the issue raised. 

There is  fairly  widespread  agreement that  capacity  building  at  all government levels  is  an 

essential  component  of decentralization.  It is argued that capacity building enhances the degree 

of the effectiveness of decentralization policies at different level. Accordingly, the Ethiopia 

government has executed capacity building initiatives with an intention to enhance the ability of 

different tiers of government to effectively implement their mandates and responsibilities. As a 

result, in order to evaluate the degree to which capacity building policy enhanced 

decentralization process in the locality, respondents were asked whether the effort of capacity 

building improved the decentralization process in the locality, and 69 (63.9%) of Gindeberet 

woreda and 34 (54%) of Abuna Gindeberet woreda respondents explained that the effort of  

capacity building  has brought about negligible changes or improvements to decentralization 

whereas 24 (22.2%) of Gindeberet woreda and 26 (41.3%) of Abuna Gindeberet woreda implied 

that the effort of capacity building have brought about significant and concrete improvement to 

decentralization. Moreover, the remaining 15 (13.9%) of Gindeberet woreda and 3 (4.8%) of 

Abuna Gindeberet woreda respondents explained that they are not aware of the issue at all. 

However, opposite to this fact, interview with bureau official revealed that the capacity building 

initiative has highly improved decentralized system of governance. 
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It is obvious that coordination and communication among different level of government and 

among different stakeholders facilitates and enhance the degree of shared experience. 

Accordingly, the respondents were requested to grade the degree of horizontal coordination in 

the local government, as a result 58 (53.7%) of Gindeberet woreda and 32 (50.8%) of Abuna 

Gindeberet woreda respondents unveiled that such type of coordination is almost unavailable and 

fragile whereas 29 (26.9%) of former woreda and 24 (38.1%) of the later woreda respondents 

disclosed the existence of substantial degree of horizontal coordination in the local government. 

Moreover, the remaining 21 (19.4%) and 7 (11.1%) of Gindeberet and Abuna Gindeberet woreda 

respondents respectively explained that they are not informed about the situation at all. However, 

contrary to this fact interview with bureau official revealed the high level of coordination among 

woredas. 

Moreover, it is important for local level actors and institutions to undertake SWOT analysis 

about their working conditions in order to ensure their survival.  Accordingly, respondents were 

asked whether sectors or offices recognize and understand their current strength, weakness, 

opportunities and threats and 43 (39.8%) of Gindeberet woreda and 38 (60.3%) of Abuna 

Gindeberet woreda responded as no and Yes respectively while 42 (38.9%) of former woreda 

and 23 (36.5%) of later woreda responded the availability and non-availability of SWOT analysis 

in their respective sector offices. Surprisingly the remaining respondents answered that they are 

not informed of such issues at all. Similarly, the focus group discussion also uncovered that 

though SWOT analysis was undertaken during planning period, majority of employees were not 

informed about the strength and weakness of their offices as planning was conducted by limited 

individuals who hold the leadership position.  

Besides, in order to strengthen the capacity of local governments‘ regional governments should 

play a facilitatory role and they should create an enabling environment under which local 

government operates. Such roles could be undertaken through provision of various resources 

such as facilities, funds, human resources, etc. as well as through preparation of different 

directives, guidelines, rules and regulations that further support and strengthen local 

governments. However, the survey result specified that the support from the regional government 

is insignificant as 94 (87%) of Gindeberet woreda and 53 (84.1%) of Abuna Gindeberet woreda 

respondents unveiled the support from the regional government is not as such reasonable while 8 
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(7.4%) of the former woreda and 9 (14.3%) of the later woreda respondents replied that the 

regional government is making a significant backing to local governments under study. 

Moreover, the remaining respondents argued that they do not know what is going on in 

connection with this issue. 

3.2.7. Community Participation 

Community participation is considered as an essential part of successful decentralization as 

decentralized decision making enlarges possibilities for local participation in development. 

Citizen oversight can be an important stimulus for local governments to actively improve their 

capacity. Regular meetings and  citizen  councils  can  increase  the  pressure  on local leaders to 

turn popular  demands  into  outputs. Local government responsiveness,  one  of the  main 

rationales for  decentralizing, cannot  be improved when there are  no mechanisms for  

transferring information  between  the  local government and  its constituents. Decentralization is 

seen as a means of improving the planning and implementation of national development 

especially those concerned with rural development, and facilitating effective popular 

participation in the process of development in a more profound way which is sought partly as a 

means of making plans more relevant to local needs and enlisting local support in their 

implementation, thereby also helping to improve the quality of rural development efforts. The 

Lack of such community participation if not prevent decentralization from achieving its goals; it 

does limit its ability to create large efficiency gains.  

In order to enhance the participation of the community at different levels the capacity building 

program has included grassroots participation as one of the sub-programs of DLDP that aimed at 

enhancing democratic participation and empowerment of the rural woreda population at the 

grassroots level in affairs affecting their lives in the development and democratic process.  

Accordingly, in order to measure the level of participation of the community, respondents were 

asked to rate the participation of the community in local development and 43 (39.8%) of 

Gindeberet woreda and 26 (41.3%) of Abuna Gindeberet woreda respondents indicated the 

availability of adequate level of community participation while 33 (30.6%) of the former woreda 

and 24 (38.1%) of the later woreda exposed the low and high degree of community participation 

respectively.  
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Decentralization is perceived as bringing government closer to the people, leading to greater 

political participation at the local level, with citizens more able to make claims on local 

government and to subject it to greater scrutiny. In turn, it is predicted that local government will 

be more knowledgeable about and more responsive to the needs of local population. 

Accordingly, in order to address whether local administration makes regular meetings with the 

community 71 (65.7%) of Gindeberet woreda and 30 (47.6%) of Abuna Gindeberet woreda 

respondents exhibited that the local government administration is short of having regular 

meetings with the constituents while 30 (27.8%) of the former woreda and 23 (36.5%) of the 

later woreda concluded that the local government administration‘s meetings with the community 

is at acceptable level. Besides, 7 (6.5%) of Gindeberet woreda and 10 (15.9%) of Abuna 

Gindeberet woreda respondents specified the availability of high level of local government 

administration meetings with the community. 

Decentralizing responsibility for managing local affairs and for local development at the local 

level rather than central government will afford citizens greater access to, and ability to 

influence, the policy/ decision-making process. Accordingly,  to assess the level of participation 

of the people in the planning and implementation of local development the survey result revealed 

the presence of reasonable degree of community participation in development policy planning 

and implementation as 53(49.1%) of Gindeberet  woreda and 29(46%) of Abuna Gindeberet 

woreda respondents ranked satisfactory. Furthermore, 39 (36.1%) of Gindeberet woreda and 19 

(30.2%) of Abuna Gindeberet woreda respondents indicated the low degree of participation of 

the community while the remaining 16 (14.8%) of the former woreda and 15 (23.8%) of the later 

woreda exhibited the high degree of participation of the community in planning and 

implementation of local development policies. Eventhough there is significant changes and 

improvement in terms of community participation, the focus group discussion also come to reach 

the consensus that community participation is not to the desired level due to lack of awareness on 

the part of the public, and the limited efforts of local government leaders to convince the public. 

However, the people are represented by district council that plans and evaluate the development 

process in the locality. 

 



Table 8: Level of Community Participation 

No Items Gindeberet Woreda Abuna-Gindeberet Wereda 
High  Satisfactory  Low  High Satisfactory Low 
Freque
ncy 

% frequ
ency 

% frequ
ency 

% 
 

frequ
ency 

% frequ
ency 

% frequ
ency 

% 

1 Community participation in local 
development 

32 29.6 43 39.8 33 30.6 24 38.1 26 41.3 13 20.6 

2 The local government administration makes 
regular meetings with the community 

7 6.5 30 27.8 71 65.7 10 15.9 23 36.5 30 47.6 

3 The local communities are made to engage 
in planning and implementation of local 
development policies 

16 14.8 53 49.1 39 36.1 15 23.8 29 46 19 30.2 

4 The existing development activities are 
given priorities of the community 

3 2.8 37 34.3 68 63 8 12.7 32 50.8 23 36.5 

5 The local government is addressing the 
socio-economic problems of the local 
community 

4 3.7 24 22.2 80 74.1 11 17.5 22 34.9 30 47.6 

6 The plans of the offices are communicated 
to the stake holders 

5 4.6 35 32.4 68 63 5 7.9 25 39.7 33 52.4 

7 The office coordinates and communicate 
with the surrounding community 

4 3.7 31 28.7 73 67.6 8 12.7 22 34.9 33 52.4 

8 The local government has a linkages with 
NGOs 

14 13 50 46.3 44 40.7 10 15.9 21 33.3 32 50.8 

9 NGOs and donors consult woredas while 
planning  

9 8.3 32 29.6 67 62 10 15.9 23 36.5 30 47.6 

10 Woredas consult NGOs and donors while 
planning 

3 2.8 25 23.1 80 74.1 5 7.9 18 28.6 40 63.5 

11 The local government has a linkages with 
CBOs 

3 2.8 36 33.3 69 63.9 5 7.9 28 44.4 30 47.6 

Source: Own Survey (2012) 

 



Theoretically, local governments have the autonomy to set priorities and targets about their 

localities. In this regard, an assessment was made whether local development activities have 

given priorities to community interest, and 68 (63%) of Gindeberet woreda and 32 (50.8%) of 

Abuna Gindeberet woreda respondents indicated as low and satisfactory respectively whereas 37 

(34.3%) of former woreda and 23 (36.5%) of Abuna Gindeberet woreda rated as satisfactory and 

low respectively. Moreover, the remaining 3 (2.8%) of Gindeberet woreda and 8 (12.7%) of 

Abuna Gindeberet woreda regarded whether local development activities have given priorities of 

the community as high. The Abuna Gindeberet woreda is better off in terms of addressing the 

priorities of the community than Gindeberet woreda. 

In light of this respondents were asked the degree to which the local government administration 

is addressing the socio-economic problems of the local community, and 80 (74.1%) of 

Gindeberet woreda and 30 (47.6%) of Abuna Gindeberet woreda respondents clarified the low 

level of local government effort to address the socio-economic problems of the local community 

while 24 (22.2%) of former woreda and 22 (34.9%) of the later woreda rated the same issue as 

satisfactory. Moreover, 4 (3.7%) of Gindeberet woreda and 11 (17.5%) of Abuna Gindeberet 

woreda respondents demonstrated the effort made by local government administration as high. 

The Focus group discussion also revealed the presence of efforts to make the socio-economic 

problems of the woreda the concern of woreda sector offices however; there are still limitations 

to this issue that emanated from lack of planning experts, lack of adequate human resources, and 

lack of capacity of offices.  

Planning for local development is achieved through a participatory process in which the partners 

set a collective vision for local development, agree on common goals, and on strategies/ plans for 

achieving the goals and realizing the vision, and development plans produced through such a 

process will enjoy full support/commitment of the local community, and therefore is very likely 

to be realized, unlike the usual fate of centrally produced plans. With regards to whether plans of 

the offices are communicated to the stakeholders 68 (63%) of Gindeberet woreda and 33 (52.4%) 

of Abuna Gindeberet woreda respondents revealed that the plans of offices are not made to be 

known by different stakeholders while 35(32.4%) of former woreda and 25 (39.7%) of the later 

woreda respondents showed the acceptable degree to which local level stakeholders are informed 

about the plans of the offices. Furthermore, 5 (4.6%) of Gindeberet woreda and 5 (7.9%) of 
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Abuna Gindeberet woreda respondents uncovered the extent to which local stakeholders are 

made to know the plans of the office as high. 

Decentralization brings government closer to the people, and thus enables citizens to be better 

informed and to better understand the conduct of public business. This facilitates the forging of a 

strong relationship and coordination between the governors and the governed as well as enhances 

the accountability of public officials to their constituents. With regards to the coordination and 

communication between the community and woreda level offices, 73 (67.6%) of Gindeberet 

woreda and 33 (52.4%) of Abuna Gindeberet woreda respondents specified the low level of the 

coordination and communication between the community and woreda offices whereas 31 

(28.7%) of former wereda and 22 (34.9%) of Abuna Gindeberet woreda respondents regarded 

the same issue as satisfactory. Moreover, the remaining 4 (3.7%) of Gindeberet woreda and 8 

(12.7%) of Abuna Gindeberet woreda respondents ranked the same issue as high. 

Non-governmental organizations can often be a source of trained, experienced personnel, and 

sources of finance. In assessing the community‘s longer term capacity, the depth and history of 

civil society organizations should be considered. Accordingly, the history of civil society in both 

localities is a recent phenomenon as there are only single NGOs in the woredas under study that 

was established in 2010. With regards to the linkages between local government and NGOs 50 

(46.3%) of Gindeberet woreda and 32 (50.8%) of Abuna Gindeberet woreda respondents rated 

the issue as satisfactory and low respectively whereas 44 (40.7%) of former woreda and 21 

(33.3%) of the later wereda rated the same issue as low and satisfactory respectively. Moreover, 

the remaining 14 (13%) of Gindeberet woreda and 10 (15.9%) of Abuna Gindeberet woreda 

respondents rated as high. In connection with this, respondents were asked whether NGOs and 

donors consult woredas while planning and 67 (62%) of Gindeberet woreda and 30 (47.6%) of 

Abuna Gindeberet woreda respondents rated as low while 32 (29.6%) of former woreda and 23 

(36.5%) of the later wereda rated it as acceptable. Further, the remaining 9 (8.3%) of Gindeberet 

woreda and 10 (15.9%) of Abuna Gindeberet woreda respondents evaluated the same issue as 

high. Similarly, respondents were asked whether woredas consult NGOs and donors while 

planning and 80 (74.1%) of Gindeberet woreda and 40 (63.5%) of Abuna Gindeberet woreda 

respondents regarded it as low whereas 25 (23.1%) of the former woreda and 18 (28.6%) of later 
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woreda respondents rated it as satisfactory. Furthermore, 3 (2.8%) of Gindeberet woreda and 5 

(7.9%) of Abuna Gindeberet woreda respondents rated similar issue as high. 

Besides, respondents were asked the level of linkages between the local government and CBOs 

and 69 (63.9%) of Gindeberet woreda and 30 (47.6%) of Abuna Gindeberet woreda respondents 

revealed that the low degree of interaction between local government and CBOs whereas 36 

(33.3%) of the former woreda and 28 (44.4%) of Abuna Gindeberet woreda respondents 

regarded the interaction between the two as satisfactory. Moreover, the remaining 3 (2.8%) of 

Gindeberet woreda and 5 (7.9%) of Abuna Gindeberet woreda rated the same issue as high. 

Furthermore, the capacity of the community is not only measured by the history of civil societies 

in the local governments but it also need to take into account the history of private organization, 

their roles to be the source of trained, competent and skilled human resources as well as viable 

sources of finance and other resources as well as their interaction with the local government. 

Accordingly, the focus group discussion revealed the absence of strong and dependable private 

organizations that have coordination and communication with local governance actors. Hence, it 

is possible to deduce that local governance actors in the study area do not recognize the presence 

of each other as the linkages between NGOs and the local government on the one hand and 

between that of the private organization and NGOs as well as ones more the interaction between 

private organization and local government is weak and fragile. 
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Chapter Four 

4. Conclusions and Recommendations 

4.1. Conclusions 

Decentralization involves the shift of planning, managing, implementing and evaluation 

authority and responsibility from higher tiers of government to possible lower tiers of 

government. It is about transferring power and authority to several different actors and agencies 

that include private organizations, public institutions, corporations as well as civil service 

organizations. 

Irrespective of its uncertain success rate, different government, development planners, donor 

institutions have continued to promote decentralization on the basis of different justifications, 

viz. it is a tool to bring about political stability and control ethnic uprisings, promote 

accountability, increase community participation at different levels, ensure allocative efficiency, 

and achieve equity and distributional goals more. Devolved  form  of  governance  is  taken  as  

the  most  effective,  efficient and  responsive  form  of  decentralization  since  it  confers  

authority  and  responsibility  in resource  mobilization  and  investment  decisions  and increases  

popular  participation  that creates  or  opens  more  political  space  to  pertinent actors.   

In light of the above theoretical justification Ethiopia has adapted decentralization as an excellent 

medication to its problems that were seen under the previous centralized systems of governance. 

To this end, decentralization was undertaken in two phases with decentralization at regional level 

followed by woreda decentralization that empowered woredas to deliver public services under 

the mandate of regional and zonal level of governments. However, different studies indicated 

that woredas could not discharge their functions and responsibilities due to lack of financial and 

human resources, lack of proper legal and administrative rules, regulations, directives and 

guidelines, lack of autonomy, etc.  

In order to alleviate these problems and challenges at rural woreda the government has initiated 

District Level Decentralization Program (DLDP) as one component of capacity building 

programs in 2001. Accordingly, the Oromia National Regional State have provided woredas 

under its revised constitution of 2001 the power to prepare and approve their own budget, 

prepare and implement economic and social development projects, set up and manage public 
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services and exercise democratic decision making at the local level. Gindeberet and Abuna 

Gindeberet Woreda being one of the woredas in Oromia National Regional States were part and 

part of the reform programs. 

The capacity building initiative at local level was launched with an intention to improve the 

performance of decentralized units as capacity building at all government levels is considered as 

an essential component of decentralization. In light of this, this study was conducted with the 

purpose to assess the capacity of woredas since the implementation of District Level 

Decentralization Program. 

Accordingly, the study was conducted with an intention to achieve the following specific 

objectives, viz. to assess the human resource development (training and development), to assess 

human resource capacities, assess the availability of the necessary materials or logistics 

necessary to the successful implementations of local development plans and functions, to 

identify the financial capacity of the woredas under study, assess the existing enabling 

environments (both internal and external enabling environments), and to assess the extent of 

community participation in local development planning, monitoring and implementations.  
 

However, the study showed that the implementation of District Level Decentralization Program 

has brought about insignificant changes to the existing woreda situations under study. This 

negligible outcome of capacity building programs could be discovered in light of the above 

mentioned objectives.  
 

Even though woredas were given the autonomy to plan, administer and manage public services 

and other issues that falls within their jurisdictions, practically woreda autonomy has not been 

fully operationalized particularly of personnel administration. In this regard, regional 

government and zonal administration intervention to personnel administration like in the issue of 

hiring, firing, promotions, transfers, etc. are identified as some of the impediments to woreda 

autonomy. Furthermore, woredas have limited autonomy to set priorities and targets and decide 

on the budget allocated to them. Local governments are compelled to set their priorities and 

targets in light of national and regional government‘s priorities by setting aside the priority of 

their locality and constituencies. Besides, the proportion of recurrent and capital budget is 

decided by the regional government.  
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The woreda planning and budgeting process is not participatory as plans and budget are 

approved only by members of cabinets and woreda councils without the inclusion of the opinions 

of experts. This have resulted in deteriorated service delivery and decreased the commitment and 

interest of staffs to the plan. 
 

Because of lack of budget, ever expanding of sectoral offices, and merging and abolition of 

offices, woredas have lack of adequate and qualified human resources to discharge their 

decentralized duties and responsibilities.  Besides, even those filled positions are not properly 

occupied as most employees are assigned arbitrary without their profession and areas of 

specializations. Moreover, the study indicated that the performance of managers in the study area 

were unlikely as they held positions based on political loyalty than professionalism, and lack of 

on job training to improve their performance. 

Due to lack of budget and qualified manpower to deliver the training, training programs are not 

adequate. Trainings are short term, centralized, and mostly provided to top level woreda officials 

and core process owners. Trainings are not provided based on need assessment that makes them 

supply driven than demand led. In addition, human resource development not only involves 

training but also various incentives. However, there were no incentives provided for employees 

in woredas because of lack of budget; and no standard benchmarks upon which the performance 

of employee was to be rated. These have decreased employee commitment and creativity that 

leads to high rate of employee turnover and deteriorated the effective implementation of plans.  

Woredas have lack of financial capacity to finance their decentralized mandates due to the 

presence of limited sources of revenue and capacity to generate revenue that forced them to rely 

for more than 80% of their annual budget on grants from the regional government. These was 

traced to lack of human resources, lack of skilled and competent managers and staffs, tax 

evasion, lack of sufficient budget, lack of awareness on the side of tax payers, topographic 

influence and the expansion of illegal business as well as woreda revenue authority‘s load with 

extra works. 

Moreover, little attention has been given to the development of infrastructures and office 

facilities in Gindeberet and Abuna Gindeberet woredas as basic office equipment such as 

telephone, vehicles, internet service, computer net workings and offices among others are hardly 
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available that affected the coordination and communication among decentralized units and 

sectoral offices.  

The internal enabling environment of Woredas is highly weak and fragile. This can be 

demonstrated through lack of appropriate, clear, simple, and stable work structure, lack of 

incentives and regular meetings with staffs, lack of monitoring and evaluation capacity of local 

governments. Further, lack of rules, directives, procedures, laws, and guidelines as well as lack 

of appropriate job descriptions was also noticed that highly complicated the coordination and 

integration of decentralized activities as well as inhibited the ability of implementing agency 

staffs to interact with higher level authorities. 

The limited presence of communication of directives, rules, laws, guidelines regarding the duties 

and powers of woredas, lack of local level actors awareness of the vision of decentralization, the 

inadequacy of coordination and communication among or between different levels of 

governments and actors, and the weak support from the regional government inter alia have 

made the overall enabling external environment of local government not conducive to work. 

Moreover, capacity building was implemented with an intention to bring about substantial 

improvement to the effort of decentralization at local level nevertheless; this objective was not 

materialized as intended.  

Community participation is considered as an essential component of decentralization as 

decentralized decision making enlarges opportunities for improved planning and implementation 

of national development goals especially those concerned with rural development. Accordingly, 

in order to enhance the participation of the community at grassroots level, participation was 

included as one of the concerns of DLDP that aimed at enhancing democratic participation and 

empowerment of the rural woreda population in affairs affecting their life in development and 

democratic process.  

Though the participation of the community in matters of planning and implementation of local 

development is improved, due to lack of awareness on the part of the community about the 

benefits of participation and the limited effort of local leaders to convince the public, the 

participation of the community in most issues affecting their life is not to the desired level. 

Above all local government‘s limited attention to the priority and interest, and the socio-



 
 

79 

economic problems of the local community as well as the existence of weak coordination and 

communication between different governance actors were factors that limited popular 

participation.  

Moreover, the history of NGOs in the study area is a recent phenomenon. The scope of the 

participation of NGOs in addressing local priority is also found to be limited.  The interaction 

and coordination between NGOs and the local government is weak. Further, there were no strong 

private enterprises that actively participate in local development.  
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4.2 Recommendations 

Depending on the conclusions drawn the following possible recommendations are forwarded: 

 In order to motivate and stimulate employees to be committed, creative and productive 

the incentive system and the human resource development in the study areas is weak. 

Therefore, to address this both monetary (like salary) and non-monetary rewards (such as 

promotion, and other types of rewards) should come in to force. To this end, the 

initiatives should be reinforced through the preparation of clear rules, directives, laws, 

procedures and regulations. Furthermore, the training programs offered are inadequate, 

not demand driven, as well as woredas lack budget allocated to training programs. Hence, 

training has to be improved both in quality and quantity through allocation of adequate 

budget, and assigning qualified and skilled trainers to the proper position.  

 Even though the regional constitution clearly stipulates the autonomy of woredas in 

matters of planning and execution of matters that falls within their jurisdiction, 

practically woredas are under strict supervision and control of the Zonal administration 

and the regional government. This is manifested through the limited autonomy woredas 

have on human resource management and financial matters. Hence, rather than 

trespassing the autonomy of woredas, it is proper to reinforce their efforts through 

directives, guidelines, proclamations, etc. so that woredas could use it as a bench mark. 

Moreover, the regional government needs to capacitate employees who held the position 

of human resource management through different trainings. The local governments under 

study have to allocate sufficient budgets to fill the vacant positions this effort also needs 

to be reinforced by regional government.  

 Woredas lack the necessary capacity to generate adequate revenue that compelled them to 

heavily rely on grants they obtain from the regional government. Furthermore, they lack 

autonomy to decide on the grant. Hence, in order to overcome such financial constraints, 

the tax collection system needs to be modernized; the capacity of woredas needs to be 

improved through training, hiring qualified and adequate human resources and allocating 

adequate budget. Moreover, there have to be inter-organizational linkages and 

communication to control illegal business. Besides, different offices and stakeholders 
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have to work toward raising the awareness of the community about the benefits of tax 

and revenue.  

 In order to ensure the proper utilizations of resources, the regional government should 

consider the current work structure that do not allow the presence of internal auditor and 

fill vacant positions with adequate and qualified staffs.  

 Infrastructures and office equipment are critical inputs to discharge the mandates and 

responsibilities of any level of government. However, Woredas have lack of facilities 

necessary to carry out their day to day activities. Thus, to ensure access to facilities the 

government has to create linkages with donors and NGOs as well as with private 

organizations and individuals so that they may sponsor them. Moreover, regional 

government has to allocate extra funds to finance the facility needs of Woredas as local 

governments‘ lacks adequate resources. 

 Woredas lacks conducive work environment. Hence, in order to improve the working 

environment every layer of government needs to keep the structure of the organization 

stable, simple and clear, and sound policies, favorable incentives, effective coordination 

and communication need to be created among or between different sectoral offices and 

layers of government. Furthermore, the presence of laws, policies, directives, procedures, 

and guidelines should be considered. 

 In order to enhance the participation of the community local leaders has to work towards 

convincing and make aware the community about the benefits of participation. 

Furthermore, the local government needs to get the trust of the people through addressing 

the socio-economic and the priority of the society. Besides, regular meetings and 

discussions needs to be conducted. In order to attract other local governance actors (civil 

society and private actors) the local government has to arrange different incentives. 

Furthermore, the linkage among these actors has to be strengthened. 
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Annex-1 

Addis Ababa University, School of Graduate Studies 

Public Administration and Development  Management 

Capacity Building for Decentralized Local Governance: The case of Gindebebret and 

Abuna Gindeberet Woreda in Oromia National Regional State 

Dear Respondents,  

The aim of the research is to collect valuable information about the capacity of local 

governments, and capacity building efforts to the decentralization process and local governance 

in Gindeberet and Abuna Gindeberet Wereda under the title „Capacity Building for 

Decentralized Local Governance: The Case of Gindeberet and Abuna Gindeberet Woredas in 

Oromia National Regional State.‟ The data gathered from you will only be used for academic 

purpose, for M.A. thesis in Public Management and Policy, not for any other purpose.  Therefore 

your definite data and answers are highly appreciated and will be kept confidential. 

Thank you for your cooperation 

Telaye Fikadu 

Instruction: Please oblige me by answering all questions by putting an “x” mark on your 

choice. Write your opinions on some of the questions you are requested. You do not need to 

write your name. 

Part I: General information about the respondents 

Name of the office_________________________________ 

Your position______________________________________ 

Sex                       Male                   Female       

Level of Education:    BA/BSc degree and above    

Diploma (12+2)                   Grade 12 complete and certificate (12+1)            



 
 

ix 

Below Grade 12                   Other (specify) ____________________ 

Years of job experience (total): 5 years and below                 6-10 years             

               11-15 years                  16-20 years                21years and above              

For how long have you lived in this wereda? ______________________ 

Part II: Capacity building related issues 

I. Human resource Development (Training)  

1. Did you attend any training program since 2003? 

                                        Yes                      No 

1.1.  If yes, (a) what type of 

training_____________________________________________ 

            (b) For how long ___________________________________________________ 

      1.2. If no, Why? State the reasons? _________________________________________ 

2. Would you please describe the topic of training you have 

participated in? 

________________________________________________________________________ 

3. How do you evaluate the relevance of the training to the position 

you held and work engaged in? 

        Highly relevant                   Relevant                     Somewhat relevant               Not relevant              

         I do not know (specify) ____________________________ 

4. How often training programs are held in your organization? 

           Continuously           Many times                 Sometimes                  Rarely           Very rarely              

5. Would you rank the following in order of their participation in 

training programs in your office?  Top officials          Middle level managers          

Experts          Administrative employees              



 
 

x 

            Others (specify) ________________________________________________________ 

6. Are training needs of employees, experts, and officials assessed 

before any training was undertaken? 

                         Yes                  No            I do not know (why) _________________________ 

7. If yes, are training programs conducted based on the assessed 

needs? 

                       Yes                  No                  I do not know (why) ________________________ 

8. What are the basic capacity building challenges in your local 
government? __________ 

_____________________________________________________________________________ 

9. What solutions do you forward to tackle the problems? 
___________________________ 

______________________________________________________________________________ 
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II. Management Capacity 

How do you rate the capacity of your organization‘s managers? 

No. Management Capacity High(3)  Satisfactory (2) Low (1) 

1 Building a shared vision and setting common goals for 

all employees 

   

2 Making decisions based on concrete evidences    

3 Making efforts to set standards, goals and objectives for 

performance 

   

4 Having communication skills    

5 Being cooperative    

6 Delegating authority and responsibility when 

appropriate 

   

7 Providing participatory decision making opportunities    

8 Making efforts to build the human capacity of the 

organization 

   

9 Having creativity and innovativeness    

10 Having knowledge of the current trends in 

organizational governance 

   

11 Having capacity to make acceptable organizational 

strategy 
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III. Availability of Facilities  

No. Items High(3)  Satisfactory (2) Low (1) 

1 Availability of telephone service    

2 Availability of vehicles    

3 Availability of computer service    

4 Availability of internet services    

5 Availability of computer networking    

6 Availability of strong database    

7 Availability of adequate buildings to support and 

facilitate daily work 

   

 

IV. Existence of Enabling Environment 

No. Internal Environment High (3) Satisfactory (2) Low (1) 

1 The existence of appropriate structure for key functions    

2 The existence of clear and stable structures and systems    

3 Employees‘ understand the objectives of the organization    

4 Line of authority is understood at all levels    

5 Availability of attractive work condition    

6 Availability of employee recognition programs (incentives, 
rewards, promotion) for high performance 
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8. Key positions are adequately filled 

A. Yes               B. No                C. I do not know  

9. The staff meetings are regularly held 

A. Yes               B. No                C. I do not know 

10. Monitoring and evaluation capacity of the office is weak 

A. Yes               B. No                C. I do not know 

11. State your reason for the above question? _________________________________________ 

12. The organization has clear rules, directives, and guidelines for employees 

A. Yes               B. No                C. I do not know 

13. The financial management system of the office is weak 

A. Yes               B. No                C. I do not know 

14. Explain your reason for any of your choice to the above question?______________________ 
________________________________________________________________________. 

15. Plans are properly implemented in the office. A. Yes             B. No                C. I do not know 

16. Would you please explain your reasons for any of your choice to the above question? 

_____________________________________________________________________________. 

External Environment 

1. Do laws and procedures regarding powers and duties of woredas are clearly communicated 

except the constitution? A. Yes               B. No                C. I do not know 

2. Do Local level actors have clear visions over the goal of decentralization? 

A. Yes               B. No                C. I do not know 

3. Does capacity building efforts enhanced the decentralization process in the locality? 

A. Yes               B. No                C. I do not know 



 
 

xiv 

4. Would you please explain your reasons for any of your choice to the above 
question?______________________________________________________________________
_____________________________________________________________________________. 

5. Is the horizontal coordination in the local government weak? 

A. Yes               B. No                C. I do not know 

6. Would you please explain your reasons for any of your choice to the above question? 

_____________________________________________________________________________. 

7. Do sectors/offices recognize and understand their current strength, weakness, opportunities 

and threats?  A. Yes               B. No                C. I do not know 

8. Is the support from regional government sufficient?  

A. Yes            B. No           C. I do not know  

9. Would you please explain your reasons for any of your choice to the above question? 

_____________________________________________________________________________. 
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V.  Community Participation  

No. Community participation High (3) Satisfactory(2) 

 

Low (1) 

1 Community participation in local development    

2 The local government administration makes regular 
meetings with the community 

   

3 The local communities are made to engage in planning 
and implementation of local development policies 

   

4 The existing development activities are given priorities 
of the community 

   

5 The local government is addressing the socio-economic 
problems of the local community 

   

6 The plans of the offices are communicated to the stake 
holders 

   

7 The office coordinates and communicate with the 
surrounding community 

   

8 The local government has a linkages with NGOs    

9 NGOs enter a contract or an agreement with woredas 

 

   

10 NGOs and donors consult woredas while planning  

 

   

11 Woredas consult NGOs and donors while planning 

 

   

12 The local government has a linkages with CBOs    
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Annex 2 

Addis Ababa University, School of Graduate Studies 
Public Administration and Development Management 

Capacity Building for Decentralized Local Governance: The case of Gindebebret and 
Abuna Gindeberet Wereda in Oromia National Regional State 

Dear Respondents,  

The aim of the research is to collect valuable information about the capacity of local 
governments, and capacity building efforts to the decentralization process and local governance 
in Gindeberet and Abuna Gindeberet Wereda under the title „Capacity Building for 
Decentralized Local Governance: The Case of Gindeberet and Abuna Gindeberet Weredas in 
Oromia National Regional State.‟ The data gathered from you will only be used for academic 
purpose, for M.A. thesis in Public Management and Policy, not for any other purpose.  Therefore 
your definite data and answers are highly appreciated and will be kept confidential. 

Thank you for your cooperation 

Telaye Fikadu 

Instruction: Please oblige me by answering all questions by putting an “x” mark on your 
choice. Write your opinions on some of the questions you are requested. You do not need to 
write your name. 

Part I: General information about the respondents 

Name of the office_________________________________ 

Your position______________________________________ 

Sex                       Male                   Female       

Level of Education:    BA/BSc degree and above    

Diploma (12+2)                   Grade 12 complete and certificate (12+1)            

Below Grade 12                   Other (specify) ____________________ 

Years of job experience (total): 5 years and below                 6-10 years             

               11-15 years                  16-20 years                21years and above              

For how long have you lived in this wereda? ______________________ 
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Financial Capacity (To Financial Managers and Wereda officials) 

No. Items High(3)  Satisfactory (2) Low (1) 

1 The discretion to set priorities and targets    

2 Ability to generate own revenue     

3 Diversified sources of revenue    

4 Expenditure decisions on  the total amount of budget    

5 Budget is decided by regional governments in 
consultation with weredas. 

   

6 The budget is adequate to cover total recurrent and 
capital expenditures. 

   

7 Finances as provided in the budget are released timely.    

8 Awareness of the criteria used to apportion the budget 
(block grant) 

   

9 The formula enables appropriate allocation of resources    

10 Are you happy with the budget formula and the amount 
of money you get 

   

11 The adequacy of power and autonomy to decide on the 
block grant budget. 

   

12 The adequacy of available human resources to ensure a 
good financial control and information system 

   

13 The auditors of the organization are happy with the 
controls of cash and assets being utilized  

   

 

14. Are the previous grants been properly managed? A. Yes             B. No         C.  I do not know  

15. Would you please explain your reasons for any of your choice to the above question? 

_____________________________________________________________________________. 
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Annex-3 

Interview Guide for key Informants 

1. Does the organization have training and development policy, and budget for training and 

development and techniques to track these costs? Are there capacity building training 

programs being undertaken by your organization? If so, how are the focuses of the 

training identified? Is there training need assessment before the training program is 

thought to be organized? How are the trainees selected? 

2. How do you evaluate the performance of officials and sectors in your locality? What does 

the capacity development efforts of the area look like? What does the human capacity of 

the locality look like?  

3. Is there human development plans prepared for sectoral offices in the local government? 

What instruments are there to effect the plan? Is there a coordination mechanism at 

regional and local levels to ensure the implementation of the plan in all sectoral offices? 

4. What does the participation of the community look like in matters that affect their life 

(Planning, implementation, monitoring, and evaluation)? 

5. What important partnerships are established with NGOs and civil society groups in order 

to support the capacity building initiatives and local development? 

6. Are there clear policies, guidelines, rules, and procedures to guide top level officials and 

employees? 

7. Do sectoral offices have strategic plan? If so, is it subject to frequent revision to adapt it 

to changing circumstances? Do sectors or offices recognize and understand their (SWOT) 

strengths, weakness, opportunities and threats? Is the governing body active in acquiring 

and protecting core resources? 

8. Is there clear line of accountability and communications among officials and employees 

in order to smooth the working conditions? 

9. What are the basic socio-economic problems in the locality? 

10. What are the obstacles that hinder the effective and efficient implementations of local 

government‘s mandate and responsibility? What do you think are the best solutions to 

deal with scapegoats to local government‘s activity? 

 



 
 

xix 

Annex 4 

Interview Guide for Focus Group Discussion 

1. Does the organization have training and development policy, and budget for training and 

development and techniques to track these costs? Are there capacity building training 

programs being undertaken by your organization? If so, how are the focuses of the 

training identified? Is there training need assessment before the training program is 

thought to be organized? How are the trainees selected? 

2. How do you evaluate the performance of officials and sectors in your locality? What does 

the capacity development efforts of the area look like? What does the human capacity of 

the locality look like? 

3. Is there human development plans prepared for sectoral offices in the local government? 

What instruments are there to effect the plan? Is there a coordination mechanism at 

regional and local levels to ensure the implementation of the plan in all sectoral offices? 

4. Are staff positions properly classified and allocated in adequate numbers to meet the 

standards for the accepted quality of service desired? Are position and duties clearly 

defined and communicated to employees? 

5. Is there an organizational strategy? Is it generally accepted and supported in the 

organization? Has the strategy helped clarify priorities giving the organization a way to 

assess its performance? Is there a process for clarifying and revising the organization‘s 

mission and beliefs, for working on its goals, and for understanding its clients and users? 

Does it identify the opportunities and constraints regarding core resource areas? 

6. Do sectors recognize their current strength, weakness, opportunity and threats? 

7. How is the community participating in the development activities of your locality? 

8. Does the local government have the discretion to set priorities and targets? How do you 

evaluate the ability of the local government to generate its own revenue and the adequacy 

to cover total recurrent and capital expenditures? Are there diversified sources of 

revenue? Does local government have adequate power and autonomy to decide on the 

block grant budget? 
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9. Are there adequate human resources to ensure a good financial control and information 

system? The auditors of the organization are happy with the controls of cash and assets 

being utilized 

10. How do you evaluate the overall capacity of sectors and the local government as well as 

implementing agencies to address the socio-economic problems of the community? 

11. How do you evaluate the commitment of the local leadership at addressing the socio-

economic problems of the locality/the woreda? 

12. How do you evaluate the extent of the participation of NGOs and CBOs in local 

development? 

13. Is there clear line of accountability and communications among officials and employees 

in order to smooth the working conditions? 

14. What are the basic socio-economic problems in the locality? 

15. What are the obstacles that hinder the effective and efficient implementations of local 

government‘s mandate and responsibility? What do you think are the best solutions to 

deal with problems to local government‘s activity? 

16. How do you evaluate the success or failure of capacity building program in this woreda? 

What are the changes observed in the woreda since the implementation of capacity 

building program? What are factors that contributed to the success or failures of the 

program? 
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Annex-5 

MAP OF OROMIA NATIONAL REGIONAL STATE 
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Annex - 6 

Map of Abuna Gindeberet Woreda 
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Annex-7 

Map of Gindeberet Woreda 
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