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Abstract
The purpose of this study was to identify the major problems of staff employment and
promotion functions in NEAEA. To this end, answers to basic questions pertaining to the
extent of linkage of the human resource plan of the agency with its strategic plan, staff
employment and promotion functions, major challenges, measures taken to improve the
process of staff employment and promotion functions were sought. A mixed research method
of study was employed to reveal the current practices of staff employment and promotion
functions in NEAEA. The sample population involved NEAEA employees who were selected
using stratified simple random and purposive sampling techniques. In this study, both
primary and secondary sources of data were used. The primary sources were the NEAEA
managing and support staff members who were assigned in different job position. Secondary
sources such as books, strategic plans and reports prepared by NEAEA were considered. As
far as, data collection instruments (questionnaire, document analysis and interview) were
adapted. The questionnaire was pilot-tested and modified. The questionnaire was distributed
and completed by 41 managing and 70 support staffs members of NEAEA making sample
size of 111. The data gathered were analyzed using such statistical tools as percentage,
mean, frequency, standard deviation and t-test. The result of the study showed that the
agency did not systematically conduct needs assessments to determine its HR requirements.
The 2017/2018(2009/2010 E.C) human resource office actual HRP prepared by HR office
were not aligned with the strategic plan of the agency. The strategic plan by itself was not
properly prepared. The result of the study also portrayed that staff recruitment and selection
activities in the agency were weak because of absence of qualified HR expert and director.
Moreover, promotion was not based on federal civil servant directives as such the
guidelines as order. Therefore, it may be concluded that causing, the agency to fail in
attracting and retaining qualified and experienced employees. Hence, it was recommended
that the agency to fill in positions of HR director and expert by individuals who have the
required skills, knowledge and competences in the area, better exercise staff employment
and promotion functions based on the federal civil servant directives, and regulations. It
may also be required to provide adequate training to its employees on personnel policies,

regulation and directives of staff employment and promotion functions.

Vi



Chapter One
Introduction
This chapter presents the general framework of the study that encompasses background of
the study, statement of the problem, objective of the study, significance of the study,
delimitation of the study, limitation of the study, operational definition of key terms and

organization of the study.

1.1 Background of the Study

As Armstrong (2012:310) confirmed that the word ‘management’ is derived from the
Italian verb maneggiare, which means ‘to handle a horse’. This definition at least states
that to manage is to have charge of or responsibility for something, but there is clearly
more to it than that management has often been defined as ‘getting things done through
people’ this emphasizing its leadership component but managers are also responsible for
guiding and controlling an organization or their part of it by managing other resources
such as finance, work systems and technology management could therefore, be defined as

deciding what to do and then getting it done through the effective use of resources.

Mahapatro (2010:3) asserts that human resource management (HRM) is a process of
bringing people and organizations together so that the goals of each are met. It is a part of
the management process which is concerned with the management of human resources in
an organization. It tries to secure the best from people by winning their wholehearted

cooperation.

Strategic HRM is an approach to making decisions on the intentions and plans of the
organization in the shape of the policies, programmes and practices concerning the
employment relationship, resourcing, learning and development, performance
management, reward, and employee relations. The concept of strategic HRM is derived
from the concepts of HRM and strategy. It takes the HRM model with its focus on
strategy, integration and coherence and adds to that the key notions of strategy, namely,
strategic intent, resource-based strategy, competitive advantage, strategic capability and
strategic fit (Armstrong, 2012:14).

As Armstrong (2010:53) pointed out human resources functions are concerned with the

management and development of people in organizations. They are involved in the



development and implementation of HR strategies and policies and some or all of the
following people management activities: organization development, human resource
planning, talent management, knowledge management, recruitment and selection, learning
and development, reward management, employee relations, health and safety, welfare, HR
administration, fulfillment of statutory requirements, equal opportunity and diversity

issues, and any other matters related to the employment relationship.

Human resource planning is a process by which management determines how the
organization should move from its current manpower position to its desired manpower
position. Through planning, management strives to have the right number and the right
kinds of people, at the right place, at the right time, doing things, which result in both
organization and the individual receiving maximum long-run benefits (Mahapatro,
2010:38).

The main purpose of human resource planning is to make sure that employees have best
level of interaction with their jobs. Also, this planning process confirms that employees
are in right number as required i.e. there is neither a surplus of manpower nor a shortage.
The three fundamental functions of human resource planning include a) labor forecast, b)
managing demand for employees and available supply in market and c) keep a balance
between labor supply and demand predictions (International Journal of Human Resource
Studies, 2013:202).

Recruiting is the process of generating a pool of qualified applicants for organizational
jobs. Recruiting is becoming more important as labor markets shift. Although recruiting
can be expensive, an offsetting concept that must be considered is the cost of unfilled jobs.
It is important that recruiting be treated as a part of strategic HR planning because it is a
key mechanism for filling positions necessary to get the work done (Robert, L. and John,
H. 2010:178).

Selection is the process of choosing individuals with the correct qualifications needed to
fill jobs in an organization. Without these qualified employees, an organization is far less
likely to succeed. The ultimate purpose of selection is placement, or fitting a person to the
right job. Placement of human resources should be seen primarily as a matching process
(ibid).



The organizations have to face lots of challenges in the present scenario. These challenges
may be categorized according to their primary focus; the environment, the organization, or
the individual (Mahapatro, 2010:21). Undoubtedly, there are many factors that account for
the increased attention directed to human resource planning, recruitment, and selection but
environmental forces globalization; new technologies, economic conditions, and a

changing work force seem particularly potent.

The enormous and diverse roles of a government are planned and exercised to a large
extent by public employees or the civil service. As the role and activities of modern
government are very large and complex in nature, so are the size and nature of the civil
service. Pubic administrative jobs range from the exploration of outer space to sweeping of
the streets; some have a nationwide impact; others have virtually no responsibility for

policy making and simply carry out the mundane governmental tasks.

The management of these diversified civil services which are crucial in the national
development is one of the major components of human resource management. So civil
servant law must be implemented to as to give civil servants better protection and to
ensure the effective and efficient use of human talent to accomplish organizational goals.
Thus, the study focuses on examining practice of human resource planning, recruitment,
selection and promotion of employees in NEAEA of Ethiopia. As per the proclamation no.
260/2012 NEAEA was re-established. The vision of the agency is accomplishing an
excellent educational assessment by the year 2020.

Its mission to execute its organizational duties and responsibilities based on educational
and training policy via registering examinee and computing exam results, developing and
administering national examinations, documenting examination results and placing the
students in higher governmental educational institutions and conducting national
educational assessments for quality education. The agency has been going forward with a

frequent evaluation of its work and integrating best experiences of different countries.

Though the assessment system focused on identifying those students who could be eligible
up to the next higher educational levels, the agency also plays a great role in maintaining
quality education in the country. Thus, it assures that examinations which are developed



based on the curriculum should not only aim at examining all students’ candidates equally

but also to have a contribution towards producing competent ones.

The agency also plays its roles in administering the Ethiopian General Secondary
Education Certificate Examinations (EGSECE), The Ethiopian University Entrance
Examinations (EUEE), the medical entrance and law exit examinations in a well secured
and confidential manner. Moreover, as the agency implement a large scale assessments
and able to get membership with the association for Educational Assessment in Africa

(National Educational Assessment and Examinations Magazine August, 2016:38).

Therefore, the study focuses on examining practice of human resource planning,
recruitment, selection and promotion of employees in NEAEA of Ethiopia in order to

identify the main problems and to suggest possible solution to the existing problems.

1.2. Statement of the Problem

Ivancevich (2004:9) highlights that the human resource management functions today are
much more integrated and strategically involved. The importance of recruiting, selection,
training, developing, rewarding, compensating, and motivating the work force is
recognized by managers in every unit and functional areas of institution. HRM and every
function must work together to achieve the level of an organizational effectiveness

required to compete locally and internationally.

Human resource management (HRM) is critically important in that it ensures that the
human capital is well managed and that all issues relating to this resource are effectively
dealt with. These issues include compensation, recruitment and selection, performance
management, organizational development, safety and wellness, employee motivation,

communication, administrative support and training (Robert, L. and John, H. 2010:4).

In line with this, Mahapatro (2010:24) has noted out human resource management has an
important role to play in equipping organization to meet the challenges of an expanding
and increasingly competitive sector. Increase in staff numbers, contractual diversification
and changes in demographic profile which compel the HR managers to reconfigure the
role and significance of human resource management. The functions are responsive to

current staffing needs, but can be proactive in reshaping organizational objectives.



Employment of human resource is an important function in any organization with
objectives that includes the optimum use of human resources currently employed and
satisfying its future human resource needs in quantity and quality. The employment
process, which must be based on environmental trends such as economic, social and
political factors, is concerned with obtaining of the proper kind and number of people
necessary to accomplish organizational goals. It deals specifically with the determination
of human resources requirements of an organization, and the recruitment, selection,

placement and induction of employees to an organization (Melaku, 2002).

Accordingly (Mondy and Martocchio, 2016:32) many interrelated factors affect HRM
practice within and outside the organization. Environmental factors include legal
considerations, labor market, society, political parties, unions, shareholders, competition,
customers, technology, the economy, and unanticipated events. Each factor, either
separately or in combination with others, can create constraints or opportunities for HRM.

As an internal environment factor affecting HRM, the culture existing within a firm
influences the employees’ degree of satisfaction with the job as well as the level and
quality of their performance. The assessment of how desirable the organization’s culture is
may differ for each employee. One person may perceive the environment as bad, and
another may see the same environment as positive. An employee may actually leave an
organization in the hope of finding a more compatible culture. These factors reflect on
success of the recruitment and selection process. No matter how sophisticated and
advanced the culture structure or technology system of an organization, it is the
commitment of employee and their wellbeing and development that ensures success.
Probably nothing matters more than getting the right people for the right job.

It is familiar that in our country, in every government institutions, there is human resource
planning, recruitment, selection, and promotion of staff employees. The federal civil
servant proclamation,515/2007 articlel2 sub article 1&3 states that “any government
institution based on its strategic plan shall prepare and implement short, medium and long
term human resource plan and vacancies filled through recruitment, promotion, transfer or

deployment on the basis of the human resource plan. Promotion shall be given for the



purpose of enhancing the performance of government institutions and to motivate the

employees.”

Cognizant of this fact, it is necessary to investigate the practice of staff employment and
promotion functions in Ethiopian National Educational Assessment and Examinations
Agency effectively as possible. Most of the agency employees (60%) were diploma and
below, 39 % were first and second degree holders and, 0.55% was PhD holders. As the
documents shows that there are 260 positions out of these 185 positions are occupied the
remaining 75 positions are vacant even though the positions need employee. This shows

that the agency fails to attract and hire qualified man power.

Besides, the agencies had strategic plan 1l (2008-2012) but didn’t indicate about staff
employment and promotion functions, it didn’t show how many employees will hire and
promote. In the absence of this plan it is difficult to provide the right kind of people at the
right time, effective management of change. The main reason that this problem existed in
the agency is the result of absence of HR specialist /professionals /experts and the
activities are done by other non-concerned bodies that do not have the required skills and
knowledge. This shows that the agency did not give attention to human resource. So it

indicates how severs the problem.

Therefore, the purpose of this study is to assess practices of staff employment and
promotion of employees in NEAEA. In the course of the study, an attempt was made to
answer the following basic research questions:
a) To what extent is the annual human resource plan of the agency linked with its
strategic plan?
b) How effectively are staff employment and promotion functions executed in
NEAEA?
c)  What were the major challenges encountered in the process of implementing staff
employment and promotion function in the Agency?
d) Were there measures taken to improve the process of staff employment and
promotion functions and if so, to what extent had those measures proved to be

successful?



1.3. Objectives of the Study
1. 3.1.General Objective
The general objective of the study is:
To investigate the practices of staff employment and promotion functions in NEAEA
and to suggest possible solutions that contributes to reduce the problem.
1.3.2. Specific Objectives
The specific objectives of the study are:
a) To assess the linkages between the annual human resources plan of the agency
with its strategic plan.
b) To examine how effectively staff employment and promotion functions are
executed in NEAEA.
c) To find out the major challenges faced during the practices of human resource
planning, recruitment, selection and promotion in NEAEA.
d) To assess what measures were taken to improve the process of staff employment
and promotion functions and to what extent had those measures improved to be

successful.

1.4. Significance of the Study

The researcher believes that the findings of this study may have the following
significances: It may provide information for top managers, HR director and human
resources experts concerning the linkage the actual human resource action plan of the
agency with it’s strategic plan; It may provide valuable information for top managers, HR
directors, experts and human resource personnel’s concerning staff employment and
promotion functions. Besides this, the study may provide information for human resource
managers and experts concerning how to improve a number of challenges which adversely
hamper staff employment and promotion functions and may serve as data base for

interested individual to conduct further research in the same area.

1.5 Delimitation of the Study

This study was conducted to investigate the practices of staff employment and promotion
functions. In order to make the study feasible and manageable, it was undertaken in
NEAEA. The study was also limited to the current practices of linkages of the annual

human resource plan with the strategic plan and human resource planning, recruitment,
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selection, and promotion functions. Because these functions have important aspects such
that the impact of HRM is best reflected in these main drivers as a change engine. As such,
these human resource activities have an important role compared to other human resource
activities. Hence, the major focus was to these selected management activities.

1.6 Limitations of the study

In the process of this study some limitations were encountered. For instance, some time
had been raised as a few of the respondents caused delays in filling in and returning the
questionnaire. However, an attempt was made to overcome the problems by compensating
the cost time applying extra effort and time to complete the research project. As a result,
the limitation might have no major significance influence on the results of the study.

1.7 Definition of Key Terms

Human resource planning: is a process by which management determine how the
organization should move from its current manpower position to its desired manpower
position (Mahapatro, 2010:38).

Management staffs: Includes directors, team leaders and line staff experts.

Support staffs: Includes human resources officers, communication officers, finance
officers, planning officers, auditors, purchasers, procurement officers, legal officers,
gender officers, liaison officers, cashiers, secretaries, data encoders, general service
officers, transport officers, operator, driver, messengers, and genitors.

Staff recruitment: is the process of attracting individuals on a timely basis, in sufficient
numbers, and with appropriate qualifications to apply for jobs with an organization
(Federal civil servant permanent employment implementation directive, 2000).

Staff selection: is the process of choosing from a group of applicants the individual best
suited for a particular position and the organization (Federal civil servant permanent
employment implementation directive, 2000).

Promotion: means assigning a civil servant to a higher position (Federal civil servant
proclamation, 515/2007).

Strategic plan: The NEAEA’s growth and transformational plan 11 (2008-2012).
Government institution: means any federal government office established as an

autonomous entity by a proclamation or regulations and fully or partially financed by



government budget; included in the list of government institutions to be drawn up by the
council of ministers (Federal civil servant proclamation, 515/2007).

Agency: means the National Educational Assessment and Examinations Agency.

1.8 Organization of the Study

The research paper has five chapters. The first chapter is an introductory part which deals
with the general framework of the study that encompasses background of the study,
statement of the problem, objective of the study, significance of the study, delimitation of
the study, limitations of the study, operational definition of key terms and list of
abbreviation. The second chapter is the review of the related literature and chapter three
deals the design and methodology of the study. In the fourth chapter data presentation,
analysis and interpretation are incorporated. At last, chapter five presents the summary,

conclusion and recommendations part.



Chapter Two

Review of the Related Literature

2.1 The Concept of Human Resource Management

As Armstrong (2006:3) implies that the terms ‘human resource management’ (HRM) and
‘human resource’ (HR) have largely replaced the term ‘personnel management’ as a
description of the processes involved in managing people in organizations. Human
resource management is defined as a strategic and coherent approach to the management
of an organization’s most valued assets the people working there who individually and

collectively contribute to the achievement of its objectives.

Human resource (HR) management deals with the design of formal systems in an
organization to ensure the effective and efficient use of human talent to accomplish
organizational goals. In an organization, the management of human resources means that
they must be recruited, compensated, trained, and developed (Robert, L. and John, H.
(2010:4).

In line with this, Torrington, Hall and Taylor, (2005: 14) defined human resource
management as: ‘is a series of activities which: first enables working people and the
organization which uses their skills to agree about the objectives and nature of their

working relationship and, secondly, ensures that the agreement is fulfilled.’

Mahapatro (2010:19) has also noted a functional definition to HRM is a strategic approach
to the acquisition, motivation and development and the management of human resources.
It is a specialized field that attempt to developing organizational corporate culture,
implements the programs which reflect values of the organization and ensure its success.
HRM is proactive rather than reactive i.e., looking forward what to what needs to be done
and then doing it, rather than waiting to be told what to do about recruiting, paying and
training people, or dealing with employee relations problems as they arise.

Ronald (2002:2) claims that human resource management is the term increasingly used to
refer to the philosophy, policies, procedures, and practices related to the management of an
organization’s employees. Human resources management is particularly concerned with
all the activities that contribute to successfully attracting, developing, motivating, and

maintaining a high-performing workforce that results in organizational success.
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The primary objectives of HRM are to ensure the availability of competent and willing
workforce to an organization. Apart from this, there are other objectives too. Specifically,
HRM objectives are of four fold: societal, organizational, functional and personal
objectives (Mahapatro, 2010:23).

Societal objectives: The Societal Objectives are socially and ethically responsible for the
needs and challenges of society. While doing so, they have to minimize the negative
impact of such demands upon the organization. The failure of the organizations to use
their resources for society may limit human resources decisions to laws that enforce
reservation in hiring and laws that address discrimination, safety or other such areas of

societal concern.

Organizational objectives: The organizational objective recognizes the role of human
resource management in bring about organizational effectiveness. Human resource
management is not an end itself; it is only a mean to assist the organizations with primary

objectives.

Functional objectives: functional objectives try to maintain the departments’ contribution
at a level appropriate to the organizational needs. Human resource is to be adjusted to suit
the organizational demands. The department’s level of service must be tailored to fit the

organization it serves.

Personal objectives: Personal objectives assist employees in achieving their personal
goals, at least in so far as these goals enhance the individuals’ contribution to the
organization. Personal objectives of employees must be met if they are to be maintained,
retained and motivated. Otherwise, employees’ performance and satisfaction may decline

giving rise to employee turnover.

The purpose of HRM programs is to increase organizational success and also to develop
the potential of all members. Human resource management also emphasizes that HRM
planning needs to be closely related to the organization’s strategic goals and plans. Finally,
there are a series of planned HRM activities that will ultimately influence the success of an
organization (Ronald, 2002:3).

Therefore, Human resource management is fundamental to all management activity. It is

possible to identify two distinct definitions of the term ‘human resource management’.
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The first describes a body of management activities, while the second signifies a particular
approach to carrying out those activities. Effective management of human resource is an
important component of organizational success and the HRM function is an organization’s
most critical source of information about employment practices, employee behavior, labor

relations, and the effective management of all aspects of human resources.

2.2 The Concept of Human Resource Planning

As defined by Bulla and Scott cited in Armstrong (2006:363) human resource planning is
‘the process for ensuring that the human resource requirements of an organization are
identified and plans are made for satisfying those requirements’. It is generally, concerned
with matching resources to business needs in the longer term, although it will sometimes
address shorter term requirements. It addresses human resource needs both in quantitative
and qualitative terms, which means answering two basic questions: how many people, and

what sort of people.

Mondy and Martocchio (2016:106) contests that human resource planning (workforce
planning) is the systematic process of matching the internal and external supply of people
with job openings anticipated in the organization over a specific period of time. Workforce
planning has evolved from a knee-jerk planning undertaking to a fundamental strategic
function. It includes strategic plan, HR data, and statistical analyses of those data. It is also
incorporated into the strategy and financial planning process, so it provides a foundation

for a plan that is aligned with the organizational strategy.

This implies that HR planning is the strategy for the acquisition, utilization, improvement
and preservation of an organization’s human resources. It relates to the establishment of
job specifications or the qualitative requirement of the jobs, determining the number of

personnel required and the developing the sources of supply of manpower.

2.2.1 Objectives of Human Resource Planning

Human resource planning has an objective. Mahapatro (2010:38) point out the following
objectives of human resource planning: Forecasting human resource requirements: HRP is
essential to determine the future needs of HR in an organization. In the absence of this
plan it is very difficult to provide the right kind of people at the right time, effective

management of change: Proper planning is required to cope with changes in the different

12



aspects which affect the organization. These change needs continuation of allocation/
reallocation and effective utilization of HR in organization, realizing the organizational
goals: In order to meet the expansion and other organizational activities the organizational
HR planning is essential, promoting employees: HRP gives the feedback in the form of
employee data which can be used in decision-making in promotional opportunities to be
made available for the organization, and effective utilization of HR: The data base will

provide the useful information in identifying surplus and deficiency in human resource.

Therefore, the objectives of the HR planning are to maintain and improve the
organization’s ability to attain its goals by developing the strategic purporting to magnify
the contributions of human resources regularly in the foreseeable future.

2.2.2 Human Resource Planning Process

As Robert, L. and John, H. (2010:48) has indicated human resource (HR) planning
process begins with considering the organizational objectives and strategies. Then both
external and internal assessments of HR needs and supply sources must be done
strategically. Then both external and internal and forecasts developed. Key to assessing
internal human resource is having solid information, which is accessible through a human

resource information system (HRIS).

Once the assessments are complete, forecasts must be developed to identify the mismatch
between HR supply and demand .HR strategies and plans to address the imbalance, both
short and long term, must be developed. In general, the process of human resource
planning involves: Assessing current human resources. This step looks at jobs currently
being done and the employees doing those jobs. It is based on human resource inventory
and job analysis, demand forecasting: this step estimates future human resources needs in
terms of quality and quantity based on organization’s strategies and objectives as well as
revenue forecasts, supply forecasting: this step estimates future sources of supply of
human resource from inside and outside the organization ,and matching demand and
supply: this step matches demand and supply forecasts to determine future shortages or

surpluses of human resource in terms of quality and quantity.

Mondy and Martocchio (2016:106) have proposed two components HR planning:

requirements and availability. A requirements forecast involves determining the number,
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skill, and location of employees the organization will need at future dates to meet its goals.
The determination of whether the firm will be able to secure employees with the necessary
skills, and from what sources, is called an availability forecast. When employee
requirements and availability have been analyzed, the firm can determine whether it will
have a surplus or shortage of employees. Ways must be found to reduce the number of
employees if a surplus is projected. If a worker shortage is forecast, the firm must obtain
the proper quantity and quality of workers from outside the organization. In this case,
external recruitment and selection are required. Because conditions in the external and

internal environments can change quickly, the HR planning process must be continuous.

Forecasting Human Resource Requirement

This forecast is then converted into people requirements for the activities necessary to
meet this demand. For a firm that manufactures personal computers, activities might be
stated in terms of the number of units to be produced, number of sales calls to be made,
number of vouchers to be processed, or a variety of other activities.

Forecasting Human Resource Availability

To forecast availability, the HR manager looks to both internal sources (current
employees) and external sources (the labor market). The determination of whether the firm
will be able to secure employees with the necessary skills, and from what sources, is an
availability forecast. It helps to show whether the needed employees may be obtained from
within the company, from outside the organization, or from a combination of the two
sources. Another possibility is that the required skills are not immediately available from

any feasible source.

Shortage or Surplus of Workers Forecast

When firms are faced with a shortage of workers, organizations will have to intensify their
efforts to recruit the necessary people to meet the needs of the firm. A shortage of
personnel often means that new approaches to recruiting must be used. The organization
may have to recruit in different geographic areas than in the past, explore new methods,
and seek different kinds of candidates. When a comparison of requirements and
availability indicates that a worker surplus will result, most companies look to alternatives

to layoffs but downsizing may ultimately be required.

14



Figurel: The human resource planning process
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(Source: adapted from Mondy and Martocchio, 2016:107. Human Resource Management)

At times, layoffs can be a necessary cost-cutting measure. One of the first alternatives to
layoffs is to implement a restricted hiring policy that reduces the workforce by not

replacing employees who leave.

2.2.3 Linking Organizational Strategies and Human Resource Plans
A link means “anything serving part of a thing with another; a bond or tie.” Similarly,
linkage means “the act of linking; the state or manner of being linked.” A linkage between

the organizational and the HR function thus refers to the process of tying them together or
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aligning them. This link helps ensure that the right numbers and right types of people are
available with the right talents at the right times and in the right places to help achieve
organizational goals. It also helps to address a pressing skill shortage that is hampering
growth in many organizations (Greengard cited in William, 2003:42).

HR practitioners have frequently been advised to work toward coordinating their efforts
closely with strategic planners. There are good reasons for doing so. First, successful
organizations in every organization are more likely than poor performers to deal
strategically with HR (Barney and Wright, Lam and White, cited in William, 2003:42).
Second, top managers in many organizations, as a group, want HR professionals who are
capable of dealing proactively, anticipating rather than just reacting to organizational
needs, particularly needs for management talent consistent with strategy requirements
Bennett,Ketchen,and Schultz(ibid).Third, the career success of HR professionals depends
increasingly on their ability to think strategically and act decisively. The use of HR data
during the strategic organization planning process is an important characteristic associated
with state of-the-art HRP programs. HRP can, in fact, be linked to strategic business

planning and business mission or purpose (William, 2003:42).

William (2003:49) has proposed three approaches can be used to link strategic
organization plans and HR plans. First is the formal, which ensures linkage through
explicit and institutionalized processes or rituals and specifically delegated work methods
or structure. The second is the informal, which ensures linkage through interpersonal
interactions of top management strategists and those responsible for strategic planning for
HR. This approach is based on leadership relations. The third is a combination of formal
and informal approaches, in which varying degrees of linkage depend on formal methods
and informal leader relations. To a considerable extent, organizational culture is the

determining factor in any setting as to which approach will most likely be successful.

2.2.4 Problems of Human Resource Planning

The human resource planning suffers accuracy of forecasting problems while
implementing HR planning in the respective organizations. Human resource planning
involves the forecasting the demand and supply of human resources. Thus, the

effectiveness of planning depends on the accuracy of forecasts. Unless the forecast is not
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correct planning will be defective. Inaccuracy depends when departmental forecasts are
merely prepared without critical review. In addition to this, an organization is affected by
lack of support of the top management. HR Planning requires full and whole heartedness
support from the top management. In the absence of this support and commitment, it
would not be possible to ensure the necessary resources, cooperation and support for the

success of human resources planning (Mahapatro, 2010:59).

Besides this, resistance of the employees has a significant impact on the organization
human resource plan. Employees and the trade unions resist manpower planning. They
feel that this planning increases their overall workload and regulates them through
productivity bargaining. They are also feel that it would lead to wide spread

unemployment, especially of unskilled workers (ibid).

Management information system and uncertainties have their own impact on
organizational human resource plan effectiveness. Effectiveness of planning depends on
the reliability of the information system. In the absence of reliable data it would not be
possible to have effective planning and the risky to depend on general estimates of
manpower in the face of rapid changes in the environment. Absenteeism, turnovers,
seasonal employments, technological changes and market conditions are the factors of

major uncertainties which serve as constraints to manpower planning (ibid).

To sum up, human resource planning needs coordination with other managerial functions
and is an expensive and time consuming. There is general tendency of manpower planners
to remain aloof from the other operating managers and become totally absorbed in their
own world. To be effective man power planning must be integrated with other
management functions. HR planning is an expensive and time consuming process.

Employers may resist manpower planning feeling that it increases the cost of manpower.

2.3 The Concept of Recruitment

Recruitment is defined as, “a process to discover the sources of manpower to meet the
requirements of the staffing schedule and to employ effective measures for attracting that
manpower in adequate numbers to facilitate effective selection of an efficient workforce
(Mahapatro, 2010:64).
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Recruitment is an important part of the acquisition aspect of human resource management.
It is the process of finding the right person for right position at the right time. It is
concerned with identifying and attracting a pool of qualified candidates to fulfill human
resource is very depended on the quality of recruits. The process begins when new recruits
are sought and ends when applications are received. In general, the main idea of
recruitment is making candidates interested in particular positions/jobs so as to apply for
it; thereby, the organization may have a wider chance to choose the most appropriate
employees from among many applicants.

2.3.1 Recruitment Policy

As Mahapatro (2010:65) affirms that recruitment policy of any organization is derived
from the personnel policy of the same organization. Recruitment policy by itself should
take into consideration the government’s reservation policy. Personnel policies of other
organizations regarding merit, internal sources, social responsibility in absorbing minority
sections, women etc. Recruitment policy should commit itself to the organization’s
personnel policy like enriching the organization’s human and handicapped people of the

society.

The policy must incorporate motivating the employees through internal promotions,
improving the employee loyalty to the organization by absorbing the retrenched or laid off
employees or casual/temporary employees or dependents of present/former employees etc.
subject to their capabilities. The following factors should be taken into consideration in
formulating recruitment policy. They are: Government policies; Personnel policies of
other competing organizations; Organization’s personnel policies; Recruitment sources;

Recruitment needs; Recruitment cost; Selection criteria and preference etc.(ibid).

The federal government of Ethiopia civil servant proclamation, 515/2007 article 12 sub
article (3) states that “vacancies may be filled through recruitment, promotion, transfer or
deployment on the basis of the human resource plan.” Based on this, the federal civil
servant permanent employment implementation directives November, 2007 article (4.3)
imposed that “government institutions should advertise every vacant position to be filled

by a new civil servant.”
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2.3.2 Recruitment Process

As Mondy and Martocchio (2016:131) suggests that recruitment begins when a manager
initiates an employee requisition, a document that specifies job title, department, the date
the employee is needed for work, and other details. With this information, managers can
refer to the appropriate job description to determine the qualifications the recruited person
needs. The next step in the recruitment process is to determine whether qualified
employees are available within the firm (the internal source) or if it is necessary to look to

external sources, such as colleges, universities, and other organizations.

2.3.4 Methods of Recruiting

Ronald (2002:118) has offered two recruitment methods that; an organization may fill a
particular job either with someone already employed by the organization internal
recruitments or external recruitment from outside. Internal recruiting is usually handled by
using one set of recruiting methods, and external recruiting typically relies on different
methods. The common internal recruitment methods are job posting and bidding which is
a method of recruitment in which notices of available jobs are posted in central locations
throughout the organization and employees are given a specified length of time to apply
for the available jobs.

In line with this, a supervisory recommendation is method of internal recruiting.
Recruiting is through supervisory recommendations. When a new position needs to be
filled, a supervisor simply nominates or recommends internal candidates in response to his
or her manager’s requests for potential internal candidates. These supervisors look at the
individuals for whom they are responsible, and if any of them are particularly well suited
for the new job opening, and then the supervisors recommend that individual to the higher-

level manager (ibid).

Internal database (skill or talent inventories) is another method of internal recruiting.
Many organizations have developed computerized internal talent or skill banks, or
applicant tracking systems, to keep track of their internal talent and furnish a listing of the
KSAs available. Information on every employee’s skills, educational background, work
history, and other important factors is stored in a database, which can then be used to
identify employees with the attributes needed for a particular job (ibid).
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The last but not the least, internal recruiting method are promotions and transfers. Many
organizations choose to fill vacancies through promotions and transfers from within
whenever possible. A promotion generally involves moving into a position that is
recognized as having higher status and often, higher pay. A transfer involves moving into

a position that’s of similar status, often with no increase in pay (ibid).

The common external recruiting method is advertisements. Depending on the job, these
advertisements might be placed in local newspapers or national newspapers such as the
Wall Street Journal. This form of advertising tends to be relatively expensive and, perhaps
surprisingly, attracts somewhat fewer qualified applicants than some of the other methods
of recruiting (ibid).

Campus recruiting is another external recruiting method. Campus recruiting is widely used
by large and medium-sized organizations that need highly educated entry-level employees.
Most colleges and universities maintain placement offices in which employers and
applicants can meet. Campus recruiting can be very productive for an organization, since
many good candidates can be interviewed in a short period of time and at a single location
(ibid).

The final external recruiting method is internet recruiting. Many organizational recruiters
are now using the internet as an easy and subtle method to contact employment candidates.
Some organizations are not only posting jobs and accepting resumes and cover letters

online but also are conducting employment interviews online.

The federal government of Ethiopia civil servant proclamation, 515/2007 article 16(1)
prescribed that “government institutions should advertise every vacant position to be filled
by a new civil servant; and notwithstanding Sub-Article /1/ of this Article, whenever there
is shortage of professionals in the labor market, a government institution may solicit
graduates of higher educational institutions for recruitment in cooperation with the

institutions.”

Besides this, the federal civil servant permanent employment implementation directive
November, 2007 article (4.3/3) put out minimal contents of notice. i.e., “When a vacancy
occurs, the institutions should advertise through appropriate media. The advertisement

should include; name of the organization and address, title of vacant position, the number
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of vacant positions, scale and initial salary, minimum required qualification, special skills
and experience, document required for application date, and place of work, , place and

time, date and place of test administration.”

2.3.5 Factors Affecting Recruitment

The factors that affect the recruitment process can be categorized as internal and external
to the organization. The major internal factors that greatly affect the recruitment process is
human resource planning. Unless an organization has made an appropriate recruitment
plan, it cannot be attractive prospective employees insufficient number and with required
skills. In addition to this, an organization’s promotion policy can have a significant impact
on recruitment. A firm can stress a policy of promoting from within its own ranks or one
in which positions are generally filled from outside the organization. The ideal recruitment
effort might bring in a satisfactory number of qualified applicants who want the job, but
certain realities cannot be ignored (Mondy and Martocchio, 2016:148).

External factors of recruitment include labor market, government and unions restrictions
based on laws and regulation, as well as the requirement and candidates’ preference. Of
particular importance to the success of recruitment is the demand for and supply of
specific skills in the labor market. In general, a firm’s recruitment process is often
simplified when the unemployment rate in an organization’s labor market is high. The
number of unsolicited applicants is usually greater, and the increased size of the labor pool
provides a better opportunity for attracting qualified applicants. The demand and supply of
specific skills in the labor market greatly affect in that if there is shortage of labor at
recruiting time, it affects the number and quality of applicants to be hired in the

organization (ibid).

Government restriction or legal considerations can also affect who can be recruited. This is
not surprising because the candidate and the employer first make contact during the
recruitment process. A poorly conceived recruiting process can do much to create
problems in the selection process. Therefore, it is essential for organizations to emphasize
nondiscriminatory practices at this stage. An employer can no longer seek out preferred
individuals based on non-job-related factors such as physical appearance, sex, or religious
background (ibid).

21



Besides, organization image has a substantial impact on recruitment. A prospective
candidate may not be interested in pursuing job opportunities in the particular
organization. The image of the organization can be a potential constraint. A poor image
may limit its attraction to applicants. Engaging in practices that result in a polluted
environment; producing poor quality products; unsafe working conditions; or being
indifferent to employees’ needs Such reputations can and do reduce these organizations’

abilities to attract the best personnel available (DeCenzo,D. and Stephen,P.2009:135).

Job Attractiveness is another factor that affects recruitment. If the position to be filled is
difficult, distasteful, or unattractive, recruiting a large and qualified pool of applicants will
be difficult. In a job market where unemployment rates are low, and where a wide range of
opportunities creates competition for these workers, a shortage results. Moreover, jobs
viewed as boring, hazardous, anxiety creating, low paying, or lacking in promotion
potential seldom attract a qualified pool of applicants. Even during economic slumps,
people have refused to take many of these jobs (ibid).

Lastly but not last, recruiting costs affects recruitment. Sometimes budget restrictions put a
time limit on searches. Accordingly, when an organization considers various recruiting
sources, it considers effectiveness, such as maximizing its recruiting travel budget by first

interviewing employees using conference calls or through video conferencing.

2.4 The Concept of Selection
As it has been stated by lvancevich (2004:219) selection is the process by which an
organization chooses from a list of applicants the person or persons who best meet the

selection criteria for the position available, considering current environmental conditions.

Selection can be defined as the combination of process that led to the choice of one or
more candidates over others for one or more jobs or roles (Edenborough, 2005:16).This
implies Selection is a two-way process. The potential employer and the potential employee

both make selection decisions.

2.4.1 The Selection Process
Selection activities follow a standard pattern, beginning with an initial screening interview

and concluding with the final employment decision. DeCenzo and Stephen, P. (2009:156)
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has proposed eight steps of selection process: (1) initial screening interview, (2)
completion of the application form, (3) pre-employment tests, (4) comprehensive
interview, (5) conditional job offer, (6) background investigation, (7) medical or physical
examination, and (8) permanent job offer. Each step represents a decision point requiring
affirmative feedback in order for the process to continue. Each step in the process seeks to
expand the organization’s knowledge about the applicant’s background, abilities, and
motivation, and it increases the information that decision makers use to make their

predictions and final choice.

Initial Screening

This initial screening is, in effect, a two-step procedure: (1) screening inquiries and (2)
screening interviews. If the company’s recruiting effort has been successful, they will have
a pool of potential applicants. The organization can eliminate some of these respondents
based on the job description and job specification. Perhaps candidates lack adequate or
appropriate experience, or adequate or appropriate education. Other red flags include gaps
in the applicant’s job history, a listing of numerous jobs held for short periods of time, or

courses and seminars listed instead of appropriate education.

Completing the Application Form

After the phone screening interview, applicants may be asked to complete the
organization’s application form. This may be as brief as requiring only the applicant’s
name, address, and telephone number. Most organizations, on the other hand, may want a
more comprehensive employment profile. In general terms, the application form gives a
job-performance-related synopsis of applicants’ life, skills, and accomplishments.
Applications obtain information the company wants and needs in order to make a proper
selection. Completing the application also serves as another hurdle. If the application
requires following directions and the individual fails to do so, that is a job related reason
for rejection. Finally, applications require a signature attesting to the truthfulness of the
information given and giving permission to check references. If, at a later point, the

company finds out the information is false, it can justify immediate dismissal.

23



Figure 2: Selection Process Flow Chart
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Pre-employment Testing

Pre-employment tests are quite helpful in predicting who will be successful on the job.
Literally hundreds of tests can serve as selection tools. They can measure intellect, spatial
ability, perception skills, mechanical comprehension, motor ability, or personality traits.
Employers recognize that the investment in time and cost of these tests, combined with
other selection tools and a well-thought out hiring process results in better quality hires.
Many types of testing exist. We’ll cover a few of the most commonly used tests.
Performance simulation tests to avoid criticism and potential liability from using

psychological, aptitude, and other types of written tests, interest has been increasing in
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performance simulation tests. The single identifying characteristic of these tests is that
they require the applicant to engage in specific behaviors necessary for performing the job
successfully. As a result, performance simulation tests should more easily meet the
requirement of job relatedness because they evaluate actual job behaviors.

Conditional Job Offers

If a job applicant has passed each step of the selection process so far, a conditional job
offer is usually made. Conditional job offers typically come from an HRM representative.
In essence, the conditional job offer implies that if everything checks out such as passing a
certain medical, physical, or substance abuse test the conditional nature of the job offer
will be removed and the offer will be permanent.

Background Investigation

Background investigations, or reference checks, are intended to verify that information on
the application form is correct and accurate. Sometimes just notifying applicants that the
firm will check all references and former employers is enough to keep them from
falsifying any information. HRM must always remember to ask the candidate to sign a
waiver giving the organization permission to check court records, references, former

employers, and education.

Medical/Physical Examination

Physical exams can only be used as a selection device to screen out individuals who are
unable to physically comply with the requirements of a job. Jobs that require certain
physical characteristics may entail a job-related physical examination. However, this

includes only a small proportion of jobs today.

Job Offers

Individuals who perform successfully in the preceding steps are now considered eligible to
receive the employment offer. Who makes the final employment offer depends on several
factors. For administrative purposes (processing salary forms, maintaining EEO statistics,
ensuring a statement exists that asserts that employment is not guaranteed, etc.), the offer
typically is made by an HRM representative. But that individual’s role should be only
administrative. The actual hiring decision should be made by the manager in the
department where the vacancy exists. First, the applicant will be working for this manager,
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which necessitates a good fit between boss and employee. Second, if the decision is faulty,

the hiring manager has no one else to blame.

The federal government civil servant proclamation, 515/2007 article 14(1) states that the
following shall not be eligible to be civil servants: “A person under the age of 18 years; b)
any person who has been convicted by a court of competent jurisdiction of breach of trust,
theft, or fraud; c) any person who is unwilling to take oath fidelity according to Article
18 of the proclamation without prejudice to Sub-Article (1) (b) of this Article a civil
servant who has been dismissed on grounds of disciplinary offence, before the lapse of
five years from the date of his dismissal.

In light of this, the federal civil servant permanent employment implementation directives
November, 2007 article (5) sub article (5.1) enforced that the selection process is carried
out by recruitment and selection committee composed of the vacant position department
head of the, the department head of human resource management, and human resources

expert by appointment.

2.4.2 Selection Criteria

Selection criteria need to be explicitly defined in order to choose the most appropriate
selection methods, make credible selection decisions and validate the selection process
(Searle cited in Torrington, 2014:134). Selection criteria are typically presented in the

form of a person specification or competency profile representing the ideal candidate.

Selection system is an understanding of what characteristics are essential for high
performance. This is where the critical role of job analysis in selection becomes most
obvious because that list of characteristics should have been identified during the process
of job analysis and should now be accurately reflected in the job specification.

The common selection criteria are formal education, experience, and past performance. An
organization selecting from a pool of qualified candidates wants to find the individual who
has the right abilities and attitudes to be successful. A large number of cognitive, motor,
physical, and interpersonal attributes are present because of what a person has learned at
home, at school, on the job, and so on. One of the more common ways to screen for many
of these abilities is by using educational accomplishment as a surrogate for or summary of

the measures of those abilities. In a selection context formal education refers to the
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classroom training an individual has received in public or private schools and college,

university, and/or technical school (Ronald, 2002:141).

In line with this, skills and abilities are another set of selection criteria. Skills and abilities
relate more precisely than do experience or education to the specific qualifications and
capabilities of an individual to perform a specific job (Dunn, Mount, Barrick, and Ones
cited in Ronald,2002:143). As organizations move more toward teamwork and team-
based operating systems, many of them are also putting more emphasis on hiring

individuals with the skills necessary to function effectively in a group situation.

The final criterion category is personal characteristics. In some organizations it is also
important to assess the personal characteristics of individual job applicants. These personal
characteristics are usually thought to reflect the individual’s personality and may be an
important factor in certain kinds of jobs. Personal characteristics include marital status,
sex, age, and so on (Ronald, 2002:144).

Cognizant of the fact, the federal civil servant permanent employment implementation
directives November, 2007 article (5) sub article (5.3) enforced that organizations should
have selection criteria that commonly applies interviews and tests which measures
required skills, abilities and attitudes for the position. Therefore, selection criteria are
derived from person specifications and competency profiles and are essential to a

structured and effective shortlisting process.

2.4.3 Reliability and Validity of Selection Criteria

There are a variety of techniques an organization can use in making selection decisions.
However, before discussing some of these popular techniques, we will highlight the
importance of ensuring that the selection techniques used are valid and reliable. Without
such evidence the organization is holding itself open to the possibility of discrimination
(Ronald, 2002:145).

Reliability refers to the extent to which a selection test provides a consistent result is
reliability the consistency of a particular selection device. That is, the reliability of a
predictor is the extent to which it repeatedly produces the same results (Mondy and
Martocchio, 2016:161).
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The main goal of selection is to make accurate predictions about people. The organization
wants to make its best guess about who will be a successful employee. If there is a high
positive correlation between their scores or evaluation between the two time points, then
reliability can be inferred. That is, test results seem to be consistent over time and thus
may be taken as being reliable (Ronald, 2002:146).

Validity refers the extent to which a test measures what it claims to measure. If a test
cannot indicate ability to perform the job, it has no value. And if used, it will result in poor
hiring decisions and a potential legal liability for the employer (Mondy and Martocchio,
2016:161).

2.4.4 Factors Affecting Selection

Similar to the factors which affect recruitment, internal and external factor to the
organization affect selection process. The factors include legal consideration, speed of
decision making, organizational hierarchy, selection technology and type of the
organization (Mondy and Martocchio, 2016:177).

Legal consideration plays a significant role in HR management because of EEOC
legislation, executive orders, and court decisions. Although the basic purpose of selection
IS to determine candidates’ eligibility for employment, it is also essential for organizations
to maintain nondiscriminatory practices (ibid). In addition to this, speed of decision
making has a weighty influence on selection process. The time available to make the
selection decision can also have a major effect on the selection process. Conditions also
can impact the needed speed of decision making.

In line with this, organizational hierarchy has its own impact on the process of selection.
Organizations usually take different approaches to filling positions at varying levels. For
instance, consider the differences in hiring a CEO versus filling a clerical position.
Extensive background investigations and multiple interviews would most likely apply for

the executive position (ibid).

Another factor which affects selection process is type of organization. The type of
organization employing individuals, such as private, governmental, or not for profit, can
also affect the selection process. Consideration of the total individual, including job-

related personality factors, is involved in the selection of employees for this sector.
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Government civil service systems typically identify qualified applicants through
competitive examinations. Often a manager may select only from among the top three
applicants for a position. A manager in this sector may not have the prerogative of
interviewing other applicants (ibid).

The last but not the least, factor which affects selection process is selection technology.
The application of technology to employee selection practices has increased dramatically
in recent years. Two tools that are invaluable to the selection process in the technology
boom that is sweeping HR today are applicant-tracking systems and candidate relationship
management (ibid).

2.5 The Concept of Employee Promotion

Mahapatro (2010:84) describes the concept of promotion as a higher position to an
employee who carries higher status, more responsibilities and higher salary the employees
are given the promotions to higher posts and positions as and when vacancies are available
or when new posts are created at the higher levels. It is better tend to direct recruitment
which satisfies many human resources problems of the organization and helps in achieving
organizational objectives. The higher status and salary is the two most important
ingredient of any promotion. It is an advancement of employee to a higher post with

greater responsibilities and higher salary, better service conditions and thus higher status.

Mondy and Martocchio (2016:352) state that promotion is the movement of a person to a
higher-level position in the organization. An individual who receives a promotion
normally receives additional financial rewards and the ego boost associated with

achievement and accomplishment.

In short, promotion is the transfer of an employee to new position which commands higher
pay, privileges or status compared with the old position. Promotion takes place when an
employee moves to a position higher than the one formerly occupied.it is a vertical move

in rank and responsibility, which increases responsibility, status and pay of the worker.

2.5.1 Purpose of Promotion
Promotion has a significant purpose. Some of them are: To motivate employees to higher
productivity; To attract and retain the services of qualified and competent people to

recognize and reward the efficiency of an employee; To increase the effectiveness of the
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employee and the organization; To fill up higher vacancies from within the organization;
To build loyalty, morale and the sense of belongingness in the employee; and to impress
upon others that opportunities are available to them too in the organization, if they perform

well.

In line with this, the federal civil servant proclamation, 515/2007 article 23 states that
promotion shall be given for the purpose of enhancing the performance of government

institutions and to motivate the employees.

2.5.2 Promotion Policy

As Armstrong (2012:455) has noted that a promotion policy could state the organization’s
intention to promote from within wherever this is appropriate as a means of satisfying its
requirements for high quality staff. The policy could, however, recognize that there will be
occasions when the organization’s present and future needs can only be met by
recruitment from outside. The point could be made that a vigorous organization needs

infusions of fresh blood from time to time if it is not to stagnate.

It is necessary on the part of every organization to have a well formulated promotion
policy so that it can be executed properly whenever any vacancy arises. The essentials of a
sound promotion policy: Management’s policy regarding filling up of better posts through
promotion should be specifically stated and truly adopted; Proper merit rating methods
should be followed to evaluate the performance of workers which will help the
management to decide on promotion; various jobs within the organization should be well
defined and rated. There should be an orderly arrangement of various jobs according to its
ratings so that the order of promotion can be made well known to all; Promotion should be

made on the combined basis of merit and seniority.

Hence, promotion policy to be sound should give due weightage to merit as well as
seniority as the basis of promotion; Proper training methods should be formulated with a
view to prepare employees for promotion to better jobs; Every job in an organization
should be analyzed to determine the basic requirement of such jobs as to ability,
experience, education, skill, etc. Based on the analysis, a chart showing all these

requirements should be prepared. This will help the employees to prepare themselves for
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higher posts and in any case, no employee should be compelled to accept promotion

(International Journal of Science and Research).

Cognizant of this fact, the federal civil servant promotion implementation directive
November, 2000 article (5.2) imposed that any employee to register as a candidate for
promotion he/she fulfill the following minimum requirements: candidates should
completed his probation period and be permanent employee; candidates should not be
temporary or contractual base employee; candidates should fulfill the vacant position
minim requirement of skills, experience and soon; if candidates get promotion previously,
he/she should done nine months and above in the existing position ;and candidates should
has recorded satisfactory or above satisfactory performance result, two consecutive

evaluation.

2.5.3 Types of Promotion

There are four major types of promotion:

i.  Limited promotion/upgrading: is the movement of an employee to a more
responsible job within the same occupational  unit and with a corresponding
increase in pay. Thus, up grading means an increase of pay on the same job or
moving to a higher scale without changing the job.

ii. Dry promotion: is a promotion as a result of which there is no increase in the
employee’s pay. It is usually made decorative by giving anew and longer title to the
employee.

iii. Multiple chain promotion: provides for a systematic linking of each position to
several other positions .such promotions identify multi promotional opportunities
through clearly defined avenues of approach to and exist from each position in the
organization.

iv. Up and out promotion: in this type of promotion, a person must either earn a

promotion or seek employment elsewhere.

2.5.4 Bases of Promotion
There are six bases of promotion (htts://accountlearning.com).
I.  Promotion based on seniority: is the promotion based on the length of service of an

employee in an organization. In this system of promotion, the main criteria for
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promotion are the length of service and job experience. The employees are
promoted to the higher position purely based on their length of service, irrespective
of their qualifications, experience, performance and track record or the work.
Promotion based on merit: employees are promoted to higher positions purely on
their performance and work record. The management will took in to the
qualifications, experiences, pervious work record, and performance capability for
the promotion. The seniority of the employees would not be considered at all. In
principle, all agree that promotion should be based on merit. But it may cause a
problem, like what management regards as merit might be regarded as favoritism
by the trade unions or workers. Hence, merit rating should be based on operating
facts.

Merit-cum-seniority promotion: use of both the service seniority and work
efficiency for promoting an employee. The two are conflicting factors-seniority and
merit. From the point of view of organizational efficiency, merit seems to be the
logical basis of promotion. But workers favor seniority, since, it is an objective and
impartial method of judging employees for promotion. Hence, a sound management
will pursue a promotion policy balancing the two factors. i.e. an employee who has
service seniority with the desired level of merit and efficiency would be given
priority in promotion as compared to others having only one of them. Merit —cum-
seniority method has been considered as the best method of promotion as it gives
due weightage to the skill efficiency and better service record of the employee.
Promotion by selection: is the process through which employees are promoted after
undergoing rigorous screening. The service records of all the employees due for
promotion are screened and scrutinized by a committee appointed for that purpose.
The committee will scrutinize: past records, the merit, qualification, and experience
of the workers meant for promotion; and under this system, employees with service
seniority or better qualifications and experiences need not be promoted
automatically. They are put to various tests and interviews before a final selection is
made and some employees are promoted.

Time Bound promotion scheme: employees would be promoted according to

standards of time set for promotion on the condition that they possesses the
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VI.

minimum qualifications required for entry into a higher position. Neither seniority
nor merit will be considered. Employees may have to pass some departmental
examinations or test for being considered for such a promotion.
Temporary promotion scheme/officiating promotion scheme: in which officials are
promoted temporarily to higher positions in case there are vacancies and if they are
due for promotion. Such temporary promotions are automatically made permanent,
if the service of the employee during the officiating period is satisfactory. It is like
keeping the employee under some sort of probation at the higher position before he
is confirmed.
The federal civil servant promotion implementation directive, 2000 enforced that
employees are promoted to higher position purely merit based on their performance and
work record. Qualifications, experiences, pervious work record, and performance

capability etc. are requirements for the promotion.
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Chapter Three

Research Design and Methodology

This chapter deals with the methodology of the study that includes; research design, the
population, sample size and sampling techniques, instruments of data collection, procedures

of data collection, method of data analysis and ethical consideration.

3.1 Research Design

This study focuses on examining the practice of staff employment and promotion functions
in the NEAEA. To achieve this objective, both quantitative and qualitative research (mixed
research approaches) was applied. Specifically, Sequential mixed method was used. Thus,
it is more than simply collecting and analyzing both kinds of data; it also involves the use of
both approaches in tandem so that the overall strength of a study is greater than either
qualitative or quantitative research (Creswell & Plano Clark, 2007). The reason for selecting
this research design is that either the quantitative or qualitative approach by itself is
inadequate to best understand a research problem or the strengths of both quantitative and

qualitative research can provide the best understanding.

Sequential mixed methods procedures are those in which the researcher seeks to elaborate
on or expand on the findings of one method with another method. This may involve
beginning with a qualitative interview for exploratory purposes and following up with a
quantitative, survey method with a large sample so that the researcher can generalize results
to a population. Besides, the study may begin with a quantitative method in which a theory
or concept is tested, followed by a qualitative method involving detailed exploration with a
few cases or individuals (Creswell, 2009:30).Therefore, to triangulate the questionnaire

responses by interview the researcher is interested to use this method of the study.

3.2 Population, Sample Size and Sampling Techniques
Tablel. Study Sample

Population Sample %
No | Category M [E T [M[F [T |M[F |Totl
1 | Directors 11 |3 |14 |5 [3 |8 45 | 100 | 57
2 | Team leaders 6 3 19 3 |3 |6 50 | 100 | 66
3 | Experts 30 [151(45 |18 |9 |27 |60 [60 |60
4 | Administrative staffs | 61 |56 | 11737 33|70 [60 |58 |59
Total 108 | 77 | 18563 [ 48 | 11158 |62 |60
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According to the information from NEAEA’s human resources directorate office, there are
fourteen directors of whom eleven male, the researcher involved five male directors and
all of the three female directors total eight directors the techniques applied in selecting this
sample was random sampling techniques, so that representation of relevant subgroups within

the sample would be maintained.

In line with this, from nine team leaders, three male and three female participated in this
study. Like that of team leaders, from the total of thirty male experts, the researcher select
eighteen male experts, and from the total of fifteen female experts nine female experts
totally twenty seven experts were taken as a sample via using random sampling techniques,

to guarantee desired representation of relevant subgroups within the sample.

Also, from the total sixty one male administrative staffs, the researcher takes thirty seven
male administrative staffs and from the total of fifty six female administrative staffs thirty
three female administrative staffs totally seventy administrative staff members were taken as
a sample via using random sampling. At last, the researcher used one human resource
expert, human resource director and planning preparation, monitoring and evaluation
directorate director as a sample by using purposive sampling technigues, based on a specific
purpose rather than randomly because they are the responsible directorates for staff

employment and promotion functions.

In sum, including the whole population is unmanageable and costly for the researcher with
limited time, resource and money. As result of this, the researcher uses a sample of a
population which is selected and relevant results to the population studied to be generalized.
So from the total populations sixty percent were selected to participate in the study. On the
other hand, the researcher used secondary sources of data which includes books, journals,

articles, newspaper, and documents related to the problem under the study.

In general, the researcher used both probability and a non-probability sampling technique,
That is, both stratified simple random sampling and purposive sampling technique were
applied to determine the representation from the population of the study. Probability
sampling techniques give the most reliable representation of the whole population, while

non-probability techniques, relying on the judgments of the researcher or on accident,
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cannot generally be used to make generalizations about the whole population (walliman,
2011:96).

3.3 Instruments of Data Collection
To collect necessary data for the study, two instruments of data collection were used which

includes questionnaire and interview.

Questionnaire

A set of questionnaire was prepared in Amharic and English language. To avoid language
barrier the Amharic version of the questionnaire was completed by selected managing and
support staff members. A total of 111 copies questionnaire was distributed to (41) managing
and (70) support staff members. For the purpose of analysis, the Amharic version
questionnaire was translated into English language which contains close-ended and open -
ended questions that were gathered from managing and support staff members which deals

about the practice of staff employment and promotion functions.

The questionnaire had five parts. The first part of questionnaire was on the background
information about respondents. The second and the third parts of the questionnaire were
prepared using 5-point likert type scale in which levels of agreement were indicated as
follows: strongly agree (5), agree (4), undecided (3), disagree (2) and strongly disagree
(1).The aim of the two parts of the questionnaire was assessing the implementation of staff
employment and promotion functions of NEAEA. The fourth and fifth parts of the
questionnaire was also prepared using 5-point likert type scale as indicated above so as to
collect data that deals with factors affecting staff employment and promotion functions of
the agency. Moreover, some items were open ended in order to allow respondents give their

response freely.

Before the actual administration of data gathering instruments, the instruments were pilot
tested in order to ensure the validity and reliability of the instruments. To do this, the
researcher carried out pilot study in Ethiopian Human Rights Commission which is non-
sampled. In this commission, the researcher distributed questionnaire to 25 employees of the
commission (20 managing and 5 support staff members). The reliability of instruments was
analyzed through using reliability analysis at cronback’s alpha 0.05, because reliability

analysis can be used to measure the consistency of questionnaire and produce consistent
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results. Hence, the researcher first analyzed all fifty items from pilot study questionnaire
response at alpha 0.05 and the result of the pilot test analysis was 0.820. As Taiwo (1995:11)
point out reliability coefficient(r=0.80-1.00) which interpret as high. Therefore, the result for
this analysis is 0.820 which reveals high reliability.

Subsequently, based on the information obtained from the feedback of respondents each
item was restated as required. After making necessary correction based on reliability
analysis result that obtained from pilot study, the researcher distributed the questionnaire for

all sample NEAEA employees according to schedule prepared.

Interview

The other data collection instrument in this study was interview. Interview is more suitable
for questions that require probing to obtain adequate information. Thus, the purpose of the
interview was to collect more supplementary information, so as to triangulate the
questionnaire response. Interview was conducted with one human resource expert and two
directors (human resource management directorate director representative and planning
preparation, monitoring and evaluation directorate director) because those are the concerned
bodies. The interview questions mainly focus on the role of directors in human resource
planning, the linkage between human resource plan and strategic plan, methods of
recruitment, staff selection, staff promotion and major problems faced during the practices
of staff employment and promotion and the measures taken place to alleviate problems. The
interview was conducted in Amharic language and recorded by mobile cell phone in order to

reduce losses of audio information. The recorded data were translated into English language.

3.4 Procedure of Data Collection

To gather necessary data for the study was done by using questionnaire and interview with
the selected employees. Based on reliability analysis of instrument made on pilot study, the
researcher distributed questionnaire for selected management and support staffs.

Moreover, the researcher was present in NEAEA to clarify the purpose of the questionnaire,
S0 as to reduce possible errors that result from misunderstanding of the respondents and the
respondents get informed about their responses uses only for academic purpose rather than
for any other purpose. Furthermore, the researcher interviewed with selected NEAEA staff

members and took note while the interviewee responds. In addition, the researcher records
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interview response through mobile cell phone recorder in order to reduce the losses of audio

information.

3.5 Method of Data Analysis

To analyze the data after collecting via data gathering instruments, both qualitative and
quantitative method of data analysis were applied. That is, for analysis of data which were
gathered through close ended questionnaire were analyzed quantitatively through using
statistical package for social science (SPSS) version 23. To analyze quantitative data,
descriptive statistics such as frequencies, percentage, and means were applied to present,
describe and analyze the data because descriptive statistics summarizes the features of a

distribution. It is reflection of the reality, and it shows the characteristics of the population.

In line with this, the researcher used standard deviation and T-test. Standard deviation it is
the most stable measure of variability and includes every score in its calculation. The T-test
it used to determine whether two groups of score are significantly different at selected
probability level. So to determine whether there is a significant different score between the
management and support staffs the t-test were applied. However, the data which are
gathered through interview and open ended questionnaire were analyzed through qualitative

method of data analysis in line with data obtained from close ended items.

3.6 Ethical Consideration

All participation in this research was voluntary and participants of the study were given a
full description of the study before deciding to participate. The survey is kept anonymous
/nameless for the research. The study was conducted in a straightforward manner and all the

data analyzed was reported in the study.
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Chapter Four

Presentation, Analysis and Interpretation of Data

This chapter deals with presentation, analysis and interpretation of data which are collected
through questionnaire and interview from selected management and support staff of
NEAEA. A total of 111 copies questionnaire were distributed to 41 management, and 70
support staff members. Out of these respondents, all management 100 %, and 65 or 93%
support staff members filled in the questionnaires. The rate of return of questionnaire was
95%. Therefore, the data collected were then categorized and tabulated. Based on the

responses obtained, analysis and interpretation of data are presented following each table.

In order to evaluate the overall practices of staff employment and promotion functions in the
NEAEA, respondents were requested to rate using a five part likert scale strongly
disagree(1), disagree(2), undecided(3),agree(4) and strongly agree(5). The mean score of the
data were valued as 3.5-5.00 for agree (A), 2.5-3.49 for undecided (UD), and 0-2.4 for
disagree (DA). In addition, the weighted scores were further exposed to higher statistical
analysis using a T- test of significant difference between two independent means at 0.05,

level of significance.

The data which were collected through close ended items were analyzed quantitatively and
those obtained from open ended items and interview were analyzed qualitatively to provide

answer for the basic research question set for the study.

4.1 Demographic Characteristics of Respondents
In the first part of the questionnaire, respondents were asked to provide their general
background information. The following three tables present the demographic characteristics

of respondents.

Table 2a, indicates that the majority of management staff respondents (75.6%) were male
respondents and the remaining were female respondents. From this information, we may
learn that female management staffs were relatively small in number in NEAEA. As a result
of this, the participation of female management staffs in this study was very low. On the
other hand, female and male support staff members were almost equally represented

(50.8%) and (49.2%) respectively. This information may reveal that male and female
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support staffs were almost equal in number in NEAEA and their involvement in this study

was also equivalent.

Table 2 a: Respondents by Sex and Age

Management | Support
Item Category staff staff Grand Total
f % f % f %
Sex Male 31 [756 |32 |49.2 |63 59.4
Female 10 | 244 33 |50.8 | 43 | 40.6
Total 41 | 100 65 |[100 | 106 | 100
Age Less than 25 years 2 4.9 16 |246 | 18 | 17.0
25-34 years 11 [26.8 |23 |354 | 34 | 320
35-44 years 16 |39.0 13 |20 29 | 274
More than 44 years 12 ( 293 |13 |20 25 | 23.6
Total 41 | 100 65 (100 | 106 | 100

Concerning the age of respondents, more than half of them (59.4%) were between 25-44
years age. This may revealed that the majority of the total respondents were physically
matured enough to give reliable information. Moreover, they have ample time to serve their
country. Thus, they might have access to upgrade their qualifications and serve a lot before

retirement.

Table 2b: Respondents by Qualification and Years of Service

Management | Support Grand
Item Category staff ’ sta?f Total
f % f |% f %
Certificate & below | - - 5 [7.7 5 4.7
Qualifications Diploma 1 2.4 30 [46.2 |31 |29.2
BA/BSC 21 [51.2 26 | 40 47 | 444
MA/MSC 19 |46.3 4 16.2 23 | 21.7
PhD and above - - - |- - -
Total 41 | 100 65 | 100 106 | 100
0-5 years - - 2 |31 2 1.9
Years of service | 6-10 years 5 12.2 16 | 246 |21 |19.8
11 and above years |36 | 87.8 47 | 72.3 |83 |[78.3
Total 41 1100 65 | 100 106 | 100

As we can see from table 2b, the majority (51.2%) and (46.3%) of management staff
members were BA/BSC degree and MA/M.SC degree holders. This information confirms
that M.A/M.Sc. managing staffs degree holders in NEAEA were almost equivalent in

number as compared with first degree holders. In contrary to this, majority of support staffs
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i.e. (46.2%) of them were diploma holder and (40%) of them were first degree holders. From
this we can say that majority of support staff are diploma holders. But there were no PhD
holder at all levels. However, for the purpose of this study, both managing staffs and support
staffs educational background is good to understand the study questionnaire and to complete

the questionnaire successfully.

Regarding respondents’ year of service the majority (87.8%) of management staffs served
11 years and above. This may shows that most of managing staff members had adequate
work experience to provide necessary information for this study. Moreover, the majority of
support staffs (72.3%) served 11 years and above. (24.6%) of support staff members served
between 6 and 10 years, while (3.1%) between 0 and 5 years. From this information, it is
possible to conclude that similar with that of managing staffs respondents, majority of
support staff have good work experience and life experience to give necessary information

for the study.

Table 2c: Respondents by Current Work Position

Category Respondents
Director Team leader Expert ';‘g;p nistrative Grand Total
f % f % f % f % f %
Male 5 625 |3 50 18 | 66.7 32 49.2 58| 54.7
Female 3 375 | 3 50 9 | 333 |33 50.8 48 | 45.3
Total 8 100 |6 100 27 | 100 65 100 106 | 100

As indicated in table 2c, current work position, majority of directors (62.5%) of them were
male respondents. On the other hand, from the total of team leader respondents (50%) of
them were female. Whereas majority of line staff experts (66.7%) of them were male
respondents. Unlike to this, beyond half of the administrative staffs (50.8%) of them were
female respondents. From this information, we can infer that the participation rates of males
are high in this study as compared with females because the total population of male

numbers exceeds from the total population of females.

4.2 Major Findings of the Study
This chapter presents the major findings of the study that are supported to address the
research questions data presenting the linkage between the annual plan and strategic plan,

implementation of human resource plan, staff recruitment, staff selection process, staff
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promotion functions and factors affecting staff employment and promotion functions are
analyzed. Thus, based on the response obtained from respondents’ analysis, interpretations
of data are presented as follows.

4.2.2. Practice of Staff Employment
Table 3: The Linkage between Human Resources Plan and Strategic Plan

S | Item Respondents T-test
N Management staff Support staff
f % M SD |f % M SD |t sig
LongtermHR [ A 6 [146 |16 [0.74 [11 |169 (16 |0.76 |0.07 |0.95
1 [ strategy ubD 13 [ 31.7 171 26.2
were developed | DA | 22| 53.7 37 | 56.9
Total | 41| 100 65 | 100
HRP practices | A 14 (341 (19 [087 [14 [215 |16 |0.83 | 1.94 | 0.06
2 | were aligned UD | 10| 244 11]16.9
with strategic | DA | 17 [415 40 [ 61.5
plan Total | 41| 100 65 | 100
3 | Action plan A 6 |14.6 |1.71 |0.72 |10 |154 [1.71 [0.72 [-0.03 | 0.99
was formulated | UD | 17| 415 26 | 40
DA | 1843.9 29| 44.6
Total | 41 | 100 65 | 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
As shown in table 3 item 1, majority of management and support staff (53.7%) and

(56.9%) respondents reported their disagreement on the development of long-term HR
strategy to meet future human resources requirement of the agency. This was established
by the mean values that are indicated as managing staff (1.6) and (1.6) support staff
members which indicates the respondents’ disagreement that the human resource office
develops long term human resource strategy of future HR requirements. From this data,
we can deduce that the human resource office didn’t prepared long term human resource
strategy of future human resource requirements or the respondents have no information
whether there was long term HR strategy or not. In line with this, the strategic document

didn’t show the human resource requirements of the agency clearly.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (sig value=0.95) at 0.05 level of significance. As cited in Ronald
(2002), “the strategic planning process helps organizations determine where they are going.
When developing a strategic plan, an organization specifies its overall purpose and
objectives and indicates how these are to be achieved. In general, this information clearly
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reveals that the agency have no clear long term human resource strategies of future human
resource requirements.” Therefore, in the absence of proper human resource plan, it is very
difficult to provide the right kind of people at the right time, effective management of
change. This shows that the human resource office fails to discharge its responsibility.

As indicated in table 3, item 2, most of management staff respondents (41.5%) disagreed
that the human resource office actual HRP practice aligned with strategic plan. On the other
hand, majority (61.5%) of the support staff members disagreed that human resource office

actual HRP practices are aligned with strategic plan of the agency.

Besides, the mean value of management staff (1.9) and support staff (1.6) confirms their
disagreement on the practice of human resource actual annual plan was aligned with the
strategic plan. Thus, the strategic document didn’t show how many employees will hire and
promote. Therefore, in the absence of proper strategic human resource plan, it may be

difficult to talk about the alignment of annual plan with it.

The T-test result reveals that there is no statistically significant difference between the two
groups of respondents (sig value=0.06) at 0.05 level of significance. As Ronald (2002),
indicates “HRM plans must be derived from organizational plans. Often a strategic plan that
looks great on paper fails because of poor implementation. The real test of any strategic plan
is whether or not it makes a difference in practice. If the plan does not affect practice,
employees and managers will regard it as all talk and no action.” Thus, linking of human
resource plan with organizational plan ensure that the right numbers and right types of
people are available with the right talents at the right times and in the right places to help to
achieve organizational goals. Therefore, from the data, it is possible to infer that there was a

weak HRP activity in the agency.

As point out in table 3 item 3, most of the management and support staff respondents
(43.9%) and (44.6%) disagreed that human resource office formulate action plan. In light of
this, the mean value of management and support staff (1.71) and (1.71) which reveals
respondents agreed that the human resource office didn’t formulates human resource action
plan properly. Though the human resource office prepared the 2009 and 2010 human
resource annual plan, but didn’t show HR requirement (didn’t show how many employees

will hire and promote) in the budget year.
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The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (sig value=0.99) at 0.05 level of significance. The federal civil
servant proclamation, 515/2007 article 11/1 states that planning shall be to forecast the
staffing requirement for achieving the strategic objectives of a government institution, to
take actions necessary for availing the required human resource, in type and number, for
developing and properly utilizing and for reviewing the results, from time to time, to make
improvements. Moreover, from the data, it is possible to infer that the human resource
office didn’t prepare properly that the availing required human resource, in type and

number.

Table 4 a: Performance in HRP Activities

S | Item Respondents T-test
N Management staff Support staff
f | % M SD |f | % M SD |t sig
HR needs A 11 [26.8 |1.76 | 086 |4 |6.2 1.3410.59 [ 2.95* | 0.004
1 | assessment ub |9 |22 141215
was done DA | 21|51.2 471723
Total | 41| 100 65 | 100
2 | Agency’sHR | A 18439 [ 193|099 |7 |10.8 | 1.34 | 0.67 | 3.67 * | 0.000
requirement ubD 2 |49 8 1123
was reviewed DA 21]51.2 50| 76.9
Total | 41 | 100 65| 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
As we can notice from table 4a item 1, majority of the management and support staffs

(51.2%) and (72.3%) disagreed that the human resource office was done the HR needs

assessment.

Cognizant of this, the mean value of management and support staffs (1.76) and (1.34) which
discloses both groups of the respondents agreed that human resource office was not done
HR needs assessment. With this, the interviewees confirmed that human resource office
didn’t do human resource need assessment properly. This implies that the human resource
office flops in doing human resource need assessment. Thus, the human resource department

fails to prepared critical review of HR needs assessment.

The T-test result revealed that there is statistically significant difference between the two

groups of respondents (sig value=0.004) at 0.05 level of significance. This may show that
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the support staff had no involvement in HR needs assessment. That is support staffs had no

involvement in decision making compared with that of management staff members.

As it is depicted in table 4a item 2, majority of the management and support staff
respondents (51.2%) and (76.9%) reported their disagreement that the human resource office
was reviewed the agency’s HR requirement. From these two groups of information, we may
realize that the activities of HRP were not good with the expected responsibility of human
resource department because without planning, it is difficult to determine whether the

existing employees are adequate or not.

Besides, the mean value of management and support staff members’ response (1.93) and
(1.34) which indicates both respondents agreed that the human resource office was not
systematically reviewed the human resource requirement of the agency. Consequently, the
activities of HRP were not in line with the objective of the agency. In doing so, the main
objective of NEAEA are to determine students who are eligible to promote to the next level
of education through the administration of national exams; to make equitable students
placements with regard to student admissions to public higher education institutions; and to
conduct educational assessment, and assist the relevant regional offices in developing their
capacities. It would be hard to foretell about the future life of an organization concerning

human resources.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (sig value=0.000) at 0.05 level of significance. This may show that
the support staff had no information whether the human resource office reviewed HR
requirement or not. As indicated in DeCenzo, D. and Stephen, P. (2009), human resource
planning is one of the most important elements in a successful HRM program because it is a
process by which an organization ensures that it has the right number and kinds of people at
the right place, at the right time, capable of effectively and efficiently completing those tasks
that will help the organization to achieve its overall strategic objectives. Therefore,
identification of staff requirements in quantitative and qualitative terms beforehand is

indispensable task of the agency top level managers.

The data tabulated in table 4b item 1, depicts the attempt made to investigate whether the

agency human resource office recruited staffs based on employment implementation
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directives or not. Most of management staff (48.8%) respondents described their agreement
that the recruitment was executed based on federal directives. Like that of management staff
members, majority of support staff members (36.9%) agreed that recruitment was executed
based on federal directives.

Table 4b: Performance in HR Recruitment Activities

S | Item Respondents T-test
N Management staff Support staff
f [ [M [sSD |f % |M [SD |t sig
Recruitment was | A 20 | 488 [ 2171089 [ 24 [36.9 |202 |0.86 [0.89 |0.37
1 | executed based |[UD | 8 |19.5 18 |[27.7
on federal DA 13| 31.7 23 (354
directives Total | 41| 100 65 | 100
Vacancies were | A 181439 | 2021094 | 14 |[215 |1.62 (0.82 | 2.37* | 0.02
2 | announced at UD | 6 |[14.6 12 | 185
the right time DA | 17415 39 |60
Total | 41| 100 65 100
3 | Vacancieswere | A 25|61 2291093 | 19 29.2 | 1.78 | 0.88 | 2.84* | 0.005
announced ub |3 |73 13 |20
through the DA 13| 31.7 33 |50.8
appropriate Total | 41 | 100 65 | 100
media

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
On the other hand, the mean value of management and support staffs (2.17) and (2.02)

which indicates both groups of respondents agreed that the recruitment was not executed

based on employment implementation directives.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (sig value=0.37) at 0.05 level of significance. According to this
information, we may conclude that both groups they agreed that the HR office was not

recruited staffs based on recruitment implementation directive.

As indicated in same table 4b item 2, most of the management staff respondents (43.9%)
agreed that the vacancies were announced at the right time. Conversely, majority of the
support staffs (60%) respondents reported their disagreement. Besides, the mean value of
management and support staff members (2.02) and (1.62) which indicate respondents agreed

that the human resource office not announced vacancies at the right time.
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The T-test result revealed that there is statistically significant difference between the two
groups of respondents (sig value=0.02) at 0.05 level of significance. In the interview, the
interviewee participants confirmed that human resource office was not announced vacancies
at the right time because the HR department has no proper plan though some departments
are suffered by lack of man power. Therefore, from the data we can conclude that human
resource office fails to attract candidates at the right time. Thus, it has an adverse impact on

organizational goal achievement.

As it is indicated in table 4b item 3, from the total 41 management staffs (61%) of them
agreed that the human resource office announced vacancies through appropriate media
before positions are filled in. Besides, majority of support staffs (50.3%) of the respondents
reported their disagreement that the human resource office announced vacancies through
appropriate media before positions are filled in. On the other hand, the mean value of
management and support staffs (2.29) and (1.78) which display both groups agreed that the
human resource office was not announced vacancies through appropriate media or it

announced through limited media.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (sig value=0.005) at 0.05 level of significance. In the interview, the
interviewees argued that the HR office announced vacancies only through in Addis zemen
newspaper and posting vacancies on board. As Ronald (2002), point out it may be easy to
attract qualified prospects by using educational institutions, advertising jobs through radio,
television, journals, newspapers and websites. So from this information, vacancies were
announced through limited media. The agency didn’t use variety ways of announcement

mechanisms effectively.

As we can observe from table 4c item 1, depicts the attempt made to investigate whether the
agency human resource office executed selection based on HR policies, rules and
regulations or not. From the total management and support staffs, majority (48.8%) and
(36.9%) of them agreed that selection was executed based on federal directives.

The mean value of management and support staffs (2.41) and (1.89) which indicate both
respondents agreed that selection was not executed based on federal directives. The T-test
result revealed that there is statistically significant difference between the two groups of
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respondents (sig value=0.03) at 0.05 level of significance. From this, information we can
deduce that support staffs had no clear information whether the HR office executed selection
based on federal directives. So, we may conclude that the human resource office failed to
aware about the selection criterion to its employee. Therefore, the human resource
department should give training about selection criterion to its employee if not it is difficult
to bring transparency and handle grievance.

Table 4c: Performance of HR Policies, Rules and Regulations

S | Item Respondents T-test
N Management staff Support staff
f [ |M |sD [f |% |[M |[SD |t sig
Selection was A 20 |48.8 | 2.41 | 0.87 24 1369 (189 |0.85 |3.06* | 0.03
1 | executed based uD 8 |195 18 | 27.7
on federal DA |13 |31.7 23| 35.4
directive Total | 41 | 100 65 | 100
2 | Affirmative SA 21512 [257 | 0.73 [29 (446 |[252 | 0.8 |0.97 0.33
action for female uD 14 | 34.1 21| 32.3
candidates was DA 6 |14.6 15 | 23.1
considered Total | 41 | 100 65 | 100
3 | Affirmative action | A 14 (341 | 2121075 |26 |40 2.03 |0.88 [055 |0.59
for candidates with | UD | 18 | 43.9 15 | 23.1
disabilities was DA 9 |22 24 | 36.9
considered Total | 41 | 100 65 | 100
4 | Affirmative action | A 9 |22 1.95(0.705 | 121185 | 194 |[0.66 | 0.1 0.93
for candidates ubD 21 |51.2 37 | 56.9
from minority DA | 11]26.8 16 | 24.6
groups nationalities
was considered Total | 41 | 100 65 | 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
At the same table 4c item 2, most of management and support staff member (51.2%) and

(44.6%) respondents conveyed their agreement that affirmative action for female candidates

was considered during staff selection process.

Besides, the mean value of management and support staffs (2.57) and (2.52) which indicates
both groups can’t decide whether affirmative action for female candidates was considered or
not. The T-test result revealed that there is no statistically significant difference between the

two groups of respondents (the sig value=0.33) at 0.05 level of significance.

On the other hand, the federal civil servant proclamation, 515/2000 enforced that any

government institution shall take affirmative actions that enable female civil servants to
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improve their competence and to assume decision making positions. Therefore, we can
deduce that human resource office didn’t aware to its employee regarding personnel

policies, rules, regulations, rights and duties of employees.

In table 4c item 3, majority of management staff respondents (43%) can’t decide whether
affirmative actions for candidates with disabilities was considered during staff selection
process or not. On the other hand, most of support staff member respondents (40%)
respondents reported their agreement that affirmative actions for candidates with disabilities

was considered during staff selection process.

Conversely, the mean value of management and support staffs (2.12) and (2.03) which
indicate both groups agreed that affirmative action for candidates with disabilities was not
considered during staff selection process. The T-test result revealed that there is no
statistically significant difference between the two groups of respondents (the sig

value=0.59) at 0.05 level of significance.

Besides, the federal civil servant proclamation, 515/2000 enforced that any government
institution shall take affirmative actions that enable persons with disabilities shall be entitled
to affirmative actions in recruitment, promotion, transfer, redeployment, education and
training. Therefore, we can deduce that human resource office didn’t give any training to its

employees about personnel policies, rules, regulations, rights and duties.

At the same table 4c item 4, most of management and support staff respondents (51.2%) and
(56.9%) can’t decide whether affirmative actions for candidates from minority nationalities
were considered during staff selection process or not. On the other hand, the mean value of
management and support staffs (1.95) and (1.94) which indicate both groups of respondents
agreed that affirmative action for candidates from minority representation of nations and
nationalities was not considered during staff selection. The T-test result revealed that there is
no statistically significant difference between the two groups of respondents (the sig value
=0.93) at 0.05 level of significance. During the interview, the interviewee confirmed that
during staff selection process affirmative action for females, persons with disabilities and

from minority group representative’s nations and nationalities candidates’ was considered.

On the other hand, the federal civil servant proclamation, 515/2000 enforced that any

government institution shall take into account fair representation of nations and nationalities.

49



To sum up, affirmative action is needed to overcome past injustices or eliminate the effects

of those injustices. Affirmative action creates more equality for all persons, even if

temporary injustice to some individuals may result (Robert, L. and John, H. 2010).

Table4d: Performance in HR Selection Process

S | Item Respondents T-test
N Management staff Support staff
f % |[M [sD [f [ [M [sSD |t sig
1 | Vacant positions A 19(46.3 (22 |0.84 |34 |523 [2.28 [0.84 | -0.5]|0.63
were offered to ubD 11| 26.8 15 | 23.1
best qualified DA 11 | 26.8 16 | 24.6
candidates
Total | 41| 100 65 | 100
2 | Vacant positions’ | A 261634 229 |096 |34 (523 |2.18 [0.92 | 0.58 | 0.57
unit director was ubD 1 (24 9 [138
involved in the DA 141 34.1 22 | 33.8
selection process | Total |41 | 100 65 | 100
3 | HRM director A 261634 | 246 [0.78 |34 |52.3 [2.22 [0.89 | 1.46 | 0.15
present to ubD 8 |19.5 11 | 16.9
evaluate the DA 7 |17.1 20 [30.8
selection process | Total [ 41 | 100 65 | 100
4 | HR expert A 271659 | 3.5211.08 (42 [64.6 | 3.51 | 0.99 | 0.07 | 0.94
was involved uD 7 |17.1 12 | 18,5
to evaluate DA 7 171 11 | 16.9
the process Total | 41| 100 65 | 100
5 | Interview was A 30 (732 | 263|0.67 |43 |66.2 |2.35 [0.93 [1.69 | 0.1
conducted ubD 7 [17.1 2 |31
adequately DA 4 198 20 [30.8
Total | 65| 100 65 | 100
6 | Candidates were A 32|78 271 106 |47 | 723 |258 |0.72 [0.9 0.37
sat for written uD 6 |14.6 9 [138
test DA 3 [73 9 13.8
Total | 41| 100 65 | 100
7 | Candidates had A 15 | 36.6 | 198 [0.89 |16 | 246 [1.71 |0.84 [ 157 |0.12
taken practical uD 10 | 24.4 14 | 21.5
test DA 16 | 39 35| 53.8
Total | 41| 100 65 | 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
As it is depicted in table 4d item 1, the majority of the management and support staffs

respondents (46.3%) and (52.3%) agreed that vacant positions were offered to best qualified

candidates. On the other hand, the mean value of management and support staffs (2.2) and
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(2.28) which shows both groups of respondents agreed that the available vacant positions
were not offered by best qualified candidates. The T-test result revealed that there is no
statistically significant difference between the two groups of respondents (the sig
value=0.63) at 0.05 level of significance indicates that vacant positions were not offered by

best qualified candidates. It is not satisfactory.

As we can see from table 4d item 2, majority of management and support staff (63.4%) and
(52.3%) respondents reported their agreement that vacant unit director was involved in
selection process. Indeed, the data seem encouraging. Cognizant of this, the mean value of
management and support staff (2.29) and (2.18) which reveals both groups of respondents
agreed that vacant unit director was not involved in staff selection process.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value=0.57) at 0.05 level of significance. Interview was also
made with selected directors and experts that whether the department heads from vacant
position involved to evaluate the process of selection or not. All the interviewees confirmed
that, the vacant unit director involved in staff selection process. The aim of selection is to
assess the suitability of candidates by predicting the extent to which they will be able to
carry out a role successfully (Armstrong, 2012). Therefore, in the agency, involvement of

head of vacant positions during selection is seen as positively.

At the same table 4d item 3, most of management and support staff member respondents
(63.4%) and (52.3%) agreed that HRM director was involved during staff selection process.
On the other hand, the mean value of management and support staff (2.46) and (2.22) which
indicates the disagreement of respondents that HRM director was involved during staff
selection process. The T-test result revealed that there is no statistically significant
difference between the two groups of respondents (the sig value=0.15) at 0.05 level of

significance.

As it is depicted in table 4d item 4, majority of the management and support staff member
respondents (65.9%) and (64.6%) agreed that there was an involvement of human resource
expert representative during staff selection process. On the other hand, the mean value of

management and support staffs (3.52) and (3.51) which indicates both groups of respondents
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agreed that the human resource expert representative had participation during staff selection

process.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value=0.94) at 0.05 level of significance. From these two
groups of information, we may deduce that human resource expert had participation during
staff selection process. To sum up, the federal civil servant permanent employment
implementation directives November, 2007 article (5) sub article (5.1) enforced that the
selection process is carried out by recruitment and selection committee composed of the
department head of the wvacant position, the department head of human resource

management, and human resource expert by appointment.

As it is represented in table 4d item 5, majority of the management and support staff
respondents (73.2%) and (66.2%) agreed that an interview was conducted adequately before
vacant position fill-in. Besides, the mean value of management staffs (2.63) which shows
that management staff members’ can’t decide whether that an interview was conducted
adequately before vacant positions fill in. On the other hand, the mean value of support
staffs (2.35) which reported that respondent’s disagreement that an interview was conducted

adequately before vacant positions fill in.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value= 0.10) at 0.05 level of significance. From these two
groups of information, we may deduce that interview was not conducted adequately before
vacant positions filled in. The aim of interview is to elicit information about candidates that
will enable a prediction to be made about how well they will do the job and thus lead to a

selection decision (Armstrong, 2012).

Table 4d item 6, indicates majority of the management and support staff respondents (78%)
and (72.3%) of them agreed that candidates were subject to written test before vacant
position fill-in. On the other hand, the mean value of management and support staffs (2.71)
and (2.58) which indicates both groups can’t decide whether the human resource office

conducted written test to candidates before vacant position fill-in not.

The T-test result revealed that there is no statistically significant difference between the two

groups of respondents (the sig value=0.37) at 0.05 level of significance. In the interview,
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interviewees confirmed that the HR department conducted an interview as well as written
test adequately to candidates before vacant positions fill in. From these, we may infer that
the candidates are subject to test before vacant positions filled- in. Selection tests are used to
provide valid and reliable evidence of levels of abilities, intelligence, personality

characteristics, aptitudes and attainments (Armstrong, 2012).

Table 4 d items 7, majority of the management staff and support staff member respondents
(39%) and (53.8%) reported their disagreement that candidates had taken practical test in
relation to vacant position before vacant position fill-in. Besides, the mean value of
management and support staffs (1.98) and (1.71) which indicates both groups agreed that
candidates had not taken practical test. From these two groups of information, we may
assure that practical test for all vacant position is not done, except the vacant positions

required practical test.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value =0.12) at 0.05 level of significance. On the other hand,
the federal civil servant permanent employment implementation directives November, 2007
article (5) sub article (5.3) enforced that organization should have selection criteria that
commonly apply interviews and tests which measures required skills, abilities and attitudes
for the position. Thus, it shows that practical exam is optional. It is not mandatory for all

positions.

4.2.3: Practice of Staff Promotion

In table5 item 1, most of management and support staff member respondents (51.2%) and
(44.6%) can’t decide whether the agency staff promotion was planned or not. On the other
hand, the mean value of management and support staff members (1.9) and (1.57) which
indicate both groups of respondents agreed that staff promotion was not planned. The T-test
result revealed that there is no statistically significant difference between the two groups of
respondents (the sig value=0.11) at 0.05 level of significance. In light of this, the agency
growth and transformational plan Il didn’t show how many employees will get promotion.
According to this information, we can say that promotion was not planed. Thus, the human

resource office fails to plan its activity. Without clear cut planning and a direct linkage to the
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organization’s strategic direction, estimations of an organization’s human resource needs are

reduced to mere guesswork that may well fall short of the organizations actual needs.

Table 5: Performance of Staff Promotion Functions

S | Item Respondents T-test
N Management staff Support staff
f | % M SD [f [% M SD |t sig
Staff promotion A 8 195 | 19 |07 4 6.2 157 |1 0.61 | 2.58 0.11
1 | was planned ub |21 |512 29 | 44.6
DA |12 | 29.3 32 |149.2
Total | 41 | 100 65 | 100
Staff promotion | A 14 | 34.1 |2.12 [0.75 |13 | 20 1.86 [0.73 | 1.78 | 0.08
2 | was based on UD |18 |43.9 30 |46.2
federal DA |9 22 22 | 33.8
directive Total | 41| 100 65 | 100
3 | Staff promotion | A 121293 [1.93 |0.82 |16 [24.6 |18 |0.81 |0.78 |0.44
was merit based |UD | 14| 34.1 20 | 30.8
DA 151 36.6 29 | 44.6
Total | 41 [ 100 65 | 100
4 | Vacant positions | A 17 | 415 1198 [094 (7 |[10.8 |1.35 |0.67 | 3.98* | 0.000
fill-in by UD | 6 |[14.6 9 |[138
promotion before | DA |18 | 43.9 49| 75.4
external Total | 41 | 100 65 | 100
recruitment
5 | Vacancies A 29 | 70.7 | 25910.71 |30 [46.2 [2.11 (0.9 |2.88* | 0.005
were posted or ub |7 (171 12 [ 18.5
publicized DA |5 [122 23| 35.4
in a clear way Total | 41| 100 65| 100

Key: A=agree, UD=undecided,

DA=disagree, M=mean, and SD= standard deviation

As indicated in table 5 item 2, majority of management and support staff members (43.9%)

and 30(46.2%) can’t decide whether the agency staff promotion was based on federal

directive or not. Besides, the mean value of management and support staffs (2.12) and (1.86)

which indicates the respondents agreed that staff promotion implementation was not aligned

with federal directive.

The T-test result revealed that there is no statistically significant difference between the two

groups of respondents (the sig value=0.08) at 0.05 level of significance. According to this

information, we may say that promotion function was not in line with the employment

implementation directives. Besides, in the interview, one of interviewee stated that staff

promotion was not aligned with civil service personnel policies and regulation rather on
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consent of top level managers. As the interviewee specified that the person who has good
relation with top level managers, he/she will promote. Therefore, as shown the data, staff
promotion in the respective agency was not in line with civil service promotion directives.
For this reason, it is better to follow the federal civil servant promotion directive unless it is

difficult to retain qualified employees.

As we can see from table 5 item 3, from the total of 41 management staff member
respondents (36.6%) disagreed that staff promotion was merit based. While (34.1%) and
(29.3%) of them undecided and agree respectively. Besides, from the total 65 support staff
member respondents (44.6%) of them disagreed that staff promotion was merit based.
Whereas the remaining (30.8%) and (24.6%) of them responded undecided and agree

respectively.

Cognizant of this, the mean value of management and support staff member respondents
(1.93) and (1.8) which indicates both groups of respondents agreed that promotion was not
merit based. The T-test result revealed that there is no statistically significant difference
between the two groups of respondents (the sig value=0.44) at 0.05 level of significance.
Also, in the interview, one of interviewee stated that director positions are purely not merit
based. Qualification, experiences, pervious work record, and performance capabilities are

not considered rather higher official assign on base of political affiliation.

On contrary to this, the federal civil servant promotion directive, November 2000 enforced
that employees are promoted to higher position purely on merit base. Thus, as shown the
data, the staff promotion in respective agency were not in line with civil service employment
directives. For this reason, it is better to follow the federal civil servant promotion

implementation directive unless it is difficult to retain experienced and qualified employees.

As indicated in the same table 5 item 4, from the total of 41 management staff member
(43.9%) of them disagreed that the human resource office fill in vacant position by
promotion before external recruitment whereas the remaining (41.5%) and (14.6%) agree
and undecided. Like that of management staffs, majority of support staff members (75.4%)
respondents reported their disagreement that vacant positions were fill in by promotion
before external recruitment. On the other hand, the mean value of management and support

staff members (1.98) and (1.35) which shows the respondents agreed that vacant positions
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were fill-in by external staff recruitment before staff promotion. This implies that the

activity was not done properly and not in lined with civil servant promotion directive.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value =0.000) at 0.05 level of significance. From
this information, we may infer that the agency publicized vacant position to external staff
recruitment before giving promotion to its employees. In addition to this, during the
interview, interviewees told to the researcher starting from September 2009/2016 employees
didn’t get any promotion, but available higher positions filled in by external recruitment.
The federal civil servant proclamation, 515/2007 states that promotion shall be given for the
purpose of executing works by competent employees, enhancing the performance of
government institutions and for motivating employees. Therefore, Staffs are motivated to
perform when they know that for any promotion or new vacancies, they are given a chance
to apply for the jobs. So, it is better to give chance for staff promotion before filled in by

external recruitment.

As we can see in table 5 item 5, most of management staff respondents (70.7%) agreed that
the human resource office publicized or posted vacancies in a clear way. From the total of
65 support staff member respondents (46.2%) of them agreed that the human resource office
publicized or posted vacancies in a clear way, whereas the remaining (35.4%) and (18.5%)
disagreed and undecided. We may deduce that the agency publicized vacant positions in
proper way. Besides, the mean value of management staffs (2.59) which shows,
management staff members can’t decide whether the human resource office publicized or
posted vacancies in a clear way or not. On the other hand, the mean value of support staffs
(2.11) which indicates disagreement of respondents that the human resource office
publicized or posted vacancies in a clear before vacant positions fill in.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value =0.005) at 0.05 level of significance. Thus,
the data implies that the support staffs can’t remember whether the human resource office
publicized or posted the vacant positions in clear way or not. The federal civil servant
proclamation, 515/2007 enforced that any government institution shall advertise every
vacant position to invite candidates to apply for the position.
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4.2.4. The major challenges encountered in the process of implementing staff
employment and promotion functions
Table 6 a: Factors Influencing HRP Activities

S | Item Respondents T-test
N Management staff Support staff
f | % M SD |f |% M SD |t sig
Reliability in A 31 | 756 | 268 [0.61 |32 |49.2 (217 [0.89 |3.2* | 0.002
1 | forecasting ub |7 |[17.1 12 | 185
DA |3 |73 21 | 32.3
Total |41 | 100 65 | 100
Top management | A 25|61 254 10.63 |29 446 | 208 |0.91 | 2.8* | 0.01
2 | support ub 13| 31.7 12 1185
DA 3 [7.3 24 | 36.9
Total | 41 | 100 65 | 100
3 | Resistance A 9 |22 1.88 [ 0.75 | 13|20 1.8 [0.75 | 052 | 0.6
of employees UD |18 [439 26 | 40
DA 14 | 34.1 26 | 40
Total | 41 | 100 65 | 100
4 | Strategic plan A 27 165.9 [2.44 (084 | 30|46.2 | 223 [0.81 | 1.28 | 0.21
uD 5 [12.2 20 | 30.8
DA 9 |22 151 23.1
Total | 41| 100 65| 100
5 | HR experts A 291707 | 271 [0.92 | 34523 [2.14 [ 0.95 |1.48 | 0.14
ubD - |- 6 [9.2
DA 12 | 29.3 25 (38,5
Total | 41| 100 65| 100
6 | HRIS A 30 (732|251 |0.84 |27 [415 |2.05 |0.89 | 2.7* | 0.01
ubD 2 |49 14 | 21.5
DA 9 |22 24 1 36.9
Total | 41 | 100 65 | 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
As presented in table 6a item 1, from the total of 41 management and support staff

respondents (75.6%) of them agreed that reliability in forecasting is the prominent factor

that influences human resource planning. Like that of management staffs, (49.2%) support

staff members reported their agreement, whereas the remaining (32.3%) and (18.5%) replied

disagree and undecided. On the other hand, the mean value of management staffs (2.68)

which indicates respondents can’t decide whether reliability in forecasting is the major

problems of human resource planning or not. In addition to this, the average mean value of

support staffs (2.17) which indicates the respondents agreed that reliability in forecasting is

a problem of human resource planning.
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The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value =0.002) of at 0.05 level of significance. This
implies support staffs had no idea whether the reliability in forecasting is a prominent factor
or not. Furthermore, as cited in Mahapatro (2010), the effectiveness of planning depends on

the accuracy of forecasts. If the forecast is not correct, planning will be defective.

Result from table 6a item 2, most of management and support staff respondents (75.6%) and
(49.2%) agreed that top management support had destructive influence on human resource
planning negatively or positively. On the other hand, the mean value of management staff
respondents (2.54) which shows respondents can’t decide whether top management support
had adverse impact on human resource planning or not. In addition to this, the mean value of
support staff respondents (2.08) which indicates respondents’ disagreement that top

management support had an influence on human resource planning.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value=0.01) at 0.05 level of significance.
Moreover, as Mahapatro (2010), point out in the absence of top management support and
commitment, it would not be possible to ensure the necessary resources, cooperation and

support for the success of human resources planning.

As we can see in table 6a item 3, from the total of 41 management and 65 support staff
respondents, majority (43.9%) and (40%) of them can’t decide whether resistance from
employees had undesirable effect on human resource planning or not. On the other hand,
the mean value of management and support staff member (1.88) and (1.8) which may
reveals respondents disagreement that resistance from employees had adverse influence on

human resource planning.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value =0.60) at 0.05 level of significance. Contrary to this,
Mahapatro (2010), indicates that employees feel that human resource planning increases
their overall workload and regulates them through productivity bargaining. They also feel

that it would lead to wide spread unemployment, especially of unskilled workers.

58



As depicted in the same table 6a item 4, most of management and support staff respondents
(65.9%) and (46.2%) of them agreed that absence of strategic plan had adverse effect on
human resource planning. On the other hand, the mean value of management and support
staffs (2.44) and (2.23) which reveals that respondents agreed that absence of strategic plan

had no negative influence on human resource planning.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value =0.21) at 0.05 level of significance. Conversely, when
developing a strategic plan, an organization specifies its overall purpose and objectives and
indicates how these are to be achieved. It is through the development and implementation of
a strategic plan that organizations try to build and sustain a competitive advantage (Ronald,
2002). Thus, if we do not know where we are going, it is difficult how we will ever get

there. Therefore, the strategic plan helps organizations determine where they are going.

As indicated in the same table item 5, from the total of management and support staff
respondents, majority (70.7%) and (52.3%) of them agreed that lack of HR experts had
adverse effect on human resource planning. On the other hand, the mean value of
management staff members (2.71) which disclose that respondents can’t decide whether
absence of HR experts had adverse effect on human resource planning or not. Besides, the
average means value of support staffs (2.14) which point out the respondents’ disagreement

that lack of HR experts had adverse effect on human resource planning.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value =0.14) at 0.05 level of significance. Generally, in the
absence of HR specialist /professionals /experts, it is difficult to provide the right kind of

people at the right time to effective management of change.

As we can notice from table 6a item 6, majority of management and support staff
respondents (73.2%) and (41.5%) agreed that absence of HRIS had adverse effect on human
resource planning. On the other hand, the mean value of management staff (2.51) which
reveal that respondents can’t decide whether absence of HRIS had adverse effect on human
resource planning or not. Besides, the average mean value of support staffs (2.05) which
point out the respondents disagreement that HRIS have an effect on human resource

planning.
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The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value =0.01) at 0.05 level of significance. Thus,
the use of Web based information systems (HRIS) has allowed the HR unit in organizations
to become more administratively efficient and communicate more quickly to employees
(Robert, L. and John, H. 2010). As a result of HRIS development and implementation in
many organizations, several payroll functions are being transferred from accounting
departments to HR departments. Another common use of HRIS is EEO/affirmative action
tracking. Beyond these basic activities, many other HR activities can be affected by the use
of an HRIS. To sum up, having accessible data enables HR planning and managerial
decision making to be based to a greater degree on information rather than relying on

managerial perceptions and intuition.

In general, as indicated in the rating scores of the factors that impede human resource
planning as a result of absence of strategic plan , both groups of the respondents were
inquired the main factor in the agency. To sum up, both respondents agreed that lack of
accurately forecasting, lack of support of top management, absence of HR experts and
absence of HRIS had its own influence on human resource plan, while resistance from

employee had no significance influence.

Table 6b item 1, majority of the management and support staff member (85.4%) and
(61.5%) respondents agreed that human resource plan had adverse effect on staff recruitment
activities. On the other hand, the mean value of management staffs (2.83) which shows that
respondents can’t decide whether human resource plan had adverse effect on staff
recruitment activities or not. On the other hand, the mean value of support staff respondents
(2.4) which indicates respondents’ disagreement that human resource plan had adverse

influence on staff recruitment activities.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value=0.003) at 0.05 level of significance. Thus,
may infer that support staff members don’t know whether the human resource plan is an
influencing factor to staff recruitment activities or not. Human resource plan provides a road
map for the future. The plan identifies where employees are likely to be obtained, when

employees will be needed, and what training and development employees must have
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(Ronald, 2002). To sum up, if the decision is to make permanent or temporary hires, plans

must be made to recruit, select, orient, and train the specific numbers and types of personnel

needed.

Table 6b: Factors Influencing Staff Recruitment Activities

S | Item Respondents T-test
N Management staff Support staff
f | % M SD |f |[% M SD |t sig
1 | Human resource | A 35 |854 1283 (044 (40 | 615 |24 0.83 | 3.06* | 0.003
plan ub (5 [12.2 11 | 16.9
DA |1 2.4 14 | 215
Total | 41 | 100 65 | 100
2 | Organizational | A 26 |1 634 | 2.37(0.89 |23 | 354 [2.11 [0.77 | 1.58 0.12
image UbD (4 |98 26 |40
DA |11 |26.8 16 | 24.6
Total | 41| 100 65 | 100
3| Job A 23 (56.1 |2.34 |0.83 |23 [354 |197 |0.87 |22 0.3
attractiveness ub 9 |22 17 | 26.2
DA |9 | 22 25 | 38.5
Total | 41| 100 65 | 100
4 | Organizational A 14 {341 ] 1.85]091 |21 | 323 |194 |0.85 | -.489 0.63
policy ub (7 |17.1 19 | 29.2
DA |20 (4838 251 38.5
Total | 41 | 100 65| 100
5 | Government A 23 56.1 [2.32 10.85 |20 |30.8 [1.94 [0.83 [227* | 0.03
influence Ub | 8 |[19.5 21323
DA | 10|24.4 24 | 36.9
Total | 41| 100 65| 100
6 | Cost of A 9 |22 178 [0.79 | 3 | 4.6 142 1058 [ 2.73* | 0.01
recruitment Ub | 14|34.1 21 (323
DA 181 43.9 411 63.1
Total | 41 | 100 65| 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
Table 6b item 2, majority of management staff member (63.4%) respondents agreed that

organizational image is the main factor that influences staff recruitment activities.

Conversely, majority of supportive staff members (40.0%) respondents can’t decide whether

organizational image is an influencing factor of staff recruitment or not. On the other hand,

the mean value of management and support staff members (2.37) and (2.11) which shows

that respondents disagreement that image of the organization be a potential constraint to

staff recruitment.
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The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value =0.12) at 0.05 level of significance. Organization
projects a certain image to the community at large and this influences its ability to attract
qualified employees (Ronald, 2002). Therefore, the image of the organization should be
recognized as a potential barrier. If that image is perceived to be low, the likelihood of

attracting a large number of applicants is reduced and vice versa.

As presented in table 6b item 3, majority of management staff respondents (56.2%) agreed
that job attractiveness can be recognized as a potential barrier to staff recruitment activities.
On the other hand, (38.5%) support staff members disagreed that job attractiveness is an
influencing factor for staff recruitment, while (35.4%) and (26.2%) respond agree and
undecided. Conversely, the mean value of management and support staff members (2.34)
and (1.97) which reported disagreement of respondents that job attractiveness can be
potential constraint staff recruitment. The T-test result revealed that there is no statistically
significant difference between the two groups of (the sig value =0.3) at 0.05 level of

significance.

As indicated in, DeCenzo,D. and Stephen R. (2009), any job that is viewed as boring,
hazardous, anxiety-provoking, low-status, low-paying, or lacking in promotion potential will
seldom attract a qualified pool of applicants, since most potential employees will shun it
unless the wages are extremely attractive. Generally, social attitudes about particular types
of employment will also affect the supply of potential employees. If the job to be filled is
considered uninteresting, oppressive, or unattractive, recruiting a large and qualified pool of

applicants will be difficult.

As we can see from table 6b item 4, from the total 41 management staff respondents
(48.8%) of them disagreed that organizational policy is the foremost factor that hinders staff
recruitment. Whereas, (34.1%) and (17.1%) replied agree and undecided. On the other hand,
(38.5%) of support staff members disagreed that organizational policy is influencing factor

for staff recruitment, while (32.3%) and (29.2%) replied agree and undecided.

Besides, the mean value of management and support staff members (1.85) and (1.94) which
reveals that respondents agreed that organizational policy can’t be a potential constraint to

staff recruitment. The T-test result revealed that there is no statistically significant difference
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between the two groups of respondents (the sig value =0.63) at 0.05 level of significance.
An organization’s policy can have a significant impact on recruitment. A firm can stress a
policy of promoting from within its own ranks or one in which positions are generally filled
from outside the organization (Mondy and Martocchio, 2016).

As depicted in table 6b item 5, majority of management staff respondents (56.1%) agreed
that government influence is the leading factor that hinders staff recruitment. On the other
hand, support staff respondents (36.9%), (32.3%) and (30.8%) replied disagree, undecided
and agree respectively.

Conversely, the mean value of management and support staffs (2.32) and (1.94) which
disclose the respondents disagreement that government influence had have an effect on
recruitment. The T-test result revealed that there is no statistically significant difference
between the two groups of respondents (the sig value =0.12) at 0.05 level of significance. As
point out Mondy and Martocchio (2016), federal and state regulations concerning EEO set
the framework within which a recruitment program must function. An employer can no
longer seek out preferred individuals based on non-job-related factors such as physical

appearance, sex, or religious background.

As we can see from table 6b item 6, from the total 41 management staff member (43.9%)
respondents reported their disagreement that cost of recruitment had influence on staff
recruitment whereas, the remaining (34.1) and (22%) responded undecided and agree. On
the other hand, majority of support staff member respondents (63.1%) disagreed that cost of

recruitment is an influencing factor of staff recruitment.

Besides, the mean value of management and support staff members (1.78) and (1.42) which
reveals the respondents agreement that cost of recruiting can be a potential constraint to staff
recruitment. The T-test result revealed that there is statistically significant difference
between the two groups of respondents (the calculated sig value =0.01) at 0.05 level of
significance. Thus, may infer that support staff members don’t know whether cost of
recruitment is an influential factor to recruitment or not. When an organization considers
various recruiting sources, it does so with some sense of effectiveness in mind such as

maximizing its recruiting travel budget by first interviewing employees over the phone or
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through videoconferencing (Ronald, 2002).So organization will need to analyze the costs

involved in alternative methods of recruitment.

In general, as specified in the rating scores of the factors can be a potential constraint to staff
recruitment. Both groups of the respondents were agreed that human resource plan is the
main influential factor in the agency. To sum up, both groups of respondents agreed that job
attractiveness, organizational policy, organizational image, government influence and cost of

recruiting had a significance influence on staff recruitment.

Table 6 c: Factors Influencing Staff Selection Activities

S | Item Respondents T-test
N Management staff Support staff
f |% M SD [f |[% M SD |t sig
Legal A 15 |1 36.6 | 207 |0.82 |6 9.2 14 |[0.66 | 4.67* | 0.00
considerations ub |14 | 34.1 14 1215
DA |12 | 29.3 45 1 69.2
Total | 41 | 100 65 | 100
2 | Tendencies of | A 27 | 65.9 [2.61 [059 |22 |33.8 [1.83 [0.91 |4.87* | 0.00
decision UD |12 |29.3 10 | 15.4
DA |2 |49 33 [50.8
Total [ 41 | 100 65 | 100
3 | Organizational | A 25|61 2.39 |0.83 |29 (446 | 197 |097 |23 0.24
hierarchy ub | 7 |17.1 5 [77
DA 9 |22 31 | 47.7
Total | 41 [ 100 65 | 100
4 | Selection A 26 | 63.4 | 246 [0.78 |23 [ 354 |1.88 [0.91 |3.41* | 0.001
technology ub |8 195 11 | 16.9
DA |7 17.1 31 | 47.7
Total [ 41 | 100 65 | 100
5| Type of A 15 (36.6 | 2.05 (0.84 |22 |33.8 |2.08 |0.78 | -0.18 | 0.9
organization Ub |13 | 31.7 26 |40
DA |13 | 317 17 | 26.2
Total | 41 | 100 65 | 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
As depicted in table 6¢ item 1, from the total 41 management staff respondents (36.6%) of

them agreed that legal consideration is the leading factor that influence staff selection
process whereas, the remaining (34.1%) and (29.3%) responded undecided and disagree. On
the other hand, majority of support staff member respondents (69.2%) of them reported their

disagreement that legal consideration is an influencing factor of staff selection. On the other
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hand, the mean value of management and support staffs (2.07) and (1.4) which shows that

respondents agreed that legal consideration had no influence on staff selection process.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value=0.00) at 0.05 level of significance which
indicates the support staffs may not know whether legal consideration is an influencing
factor for staff selection or not. Legal matters play a significant role in HR management
because of EEOC (Equal Employment Opportunity Commission) legislation, executive

orders, and court decisions (Mondy and Martocchio, 2016).

As shown in table 6¢ item 2, majority of management staff respondents (65.9%) agreed that
tendencies of decision making is the prominent factor that can be a potential constraint to
staff selection process. On the other hand, (50.8%) of support staff member reported their
disagreement that tendencies of decision making is an influencing factor of staff selection.
Besides, the mean value of management staff respondents (2.61) which shows that
respondents they can’t decide whether tendencies of decision is the prominent factor that
influence on staff selection process or not. On the other hand, the mean value of support
staffs (1.83) which infers respondents disagreement that tendencies of decision had have

influence on staff selection process.

The T-test result revealed that there is statistically significant difference between the two
groups of respondents (the calculated sig value =0.00) at 0.05 level of significance. Thus,
the data shows that support staffs don’t know whether a tendency of decision making is
influencing factors of staff selection or not. On the other hand, Mondy and Martocchio,
2016, point out the time available to make the decision can also have a prominent influence
on the selection process. Therefore, we can conclude that speed of decision making is

crucial, to staff selection process.

As presented in table 6¢ item 3, majority of the management staff respondents (61%) agreed
that organizational hierarchy is the primary factor that can be a potential constraint to staff
selection process. On the other hand, from the total 65 support staff member respondents
(47.7%) reported their disagreement that organizational hierarchy is an influencing factor of
staff selection process. While the remaining (44.6%) and (7.7%) responded agree and

undecided. In addition to this, the mean value of management and support staff members
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(2.39) and (1.97) which reveals the respondents agreed that organizational hierarchy hadn’t

have adverse influence on staff selection process.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value =0.24) at 0.05 level of significance. Mondy and
Martocchio (2016), highlight organizations usually take different approaches to filling
positions at varying levels. Therefore, we can generalize that organizational hierarchy had a

significant influence on staff selection process.

As indicated in the table 6¢ item 4, majority of management staff respondents (63.4%)
agreed that selection technology had a potential effect on staff selection process. On the
other hand, (47.7%) of support staff respondents reported their disagreement that selection
technology had a potential effect on staff selection process. While the remaining (35.4%)
and (16.9%) responded agree and undecided. Besides, the mean value of management and
support staffs (2.46) and (1.88) which shows that respondents agreed that selection

technology hadn’t have adverse influence on staff selection process.

The T-test result revealed that there is statistically significant difference between the two
groups of (the calculated sig value=0.001) at 0.05 level of significance which may infers that
support staffs they don’t know whether selection technology impede staff selection process
or not. Quite the reverse, Mondy and Martocchio (2016), highpoint selection technology
goal is not merely to reduce costs but also to speed up the hiring process and find people
who fit an organization’s success profile. To sum up, selection technology often involve
screening resumes and spotting qualified candidates, conducting personality and skills tests,
and handling background investigations. It allow companies to compile job applications
electronically, to more quickly gather candidates, set up interviews, and get new hires on

board.

As shown in table 6¢ item 5, from the total 41 management staff respondents,(36.6%) of
them agreed that types of organization is an influencing factor to selection process. Whereas
the rest (31.7%) and (31.7%) of them responded undecided and disagree. Besides from the
total 65 support staff member respondents (40%) of them can’t decide whether types of
organization had an influencing factor on staff selection process. While the remaining

(33.8%) and (26.2%) of them replied agree and disagree. On the other hand, the mean value
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of management and support staff (2.05) and (2.08) which infers that respondents reported

their disagreement that type of organization had effect on staff selection process.

The T-test result revealed that there is no statistically significant difference between the two
groups of respondents (the sig value=0.9) at 0.05 level of significance. In general, as listed
in the rating scores of the factors can be a potential constraint to staff selection. Both groups
of the respondents were agreed that tendencies of decision making and organizational
hierarchy were the main influential factor of staff selection process. To sum up, both groups
respondents agreed that legal consideration, selection technology and type of organization
had in significance influence on staff selection process.

Table 6d: Factors Influencing Staff Promotion Activities

S | Item Respondents T-test
N Management staff Support staff
f % M SD [f | % M SD |t sig
1 [ Discrimination | A 20 |488 |22 087 [19 |29.2 |1.83 |0.86 |2.12*|0.04
ub 9 22 16 | 24.6
DA 12 | 29.3 30 |46.2
Total [ 41 | 100 65 | 100
2 | Political A 25 |61 2.34 (088 |23 354 (1.88 | 091 |2.59* |0.01
affiliation Ub |5 12.2 11 [ 16.9
DA |11 |26.8 31 | 47.7
Total [ 41 | 100 65 | 100
3 | Favoritism A 24 (585 | 244 (0.74 |24 1369 [1.94 |09 [2.98* | 0.004
ub |11 |26.8 13 | 20
DA 6 14.6 28 |143.1
Total [ 41 | 100 65 | 100
4 | Subjectivity SA |28 |683 |251 [0.78 [29 |44.6 [2.18 |0.83 [2.03 |0.05
ub 6 14.6 19 | 29.2
DA 7 171 17 | 26.2
Total [ 41 | 100 65 | 100

Key: A=agree, UD=undecided, DA=disagree, M=mean, and SD= standard deviation
As we can observe in table 6d item 1, from the total of 41 management staff respondents

(48.8%) of them agreed that there was discrimination during staff promotion. While the rest
(29.3%) and (22%) of them replied disagree and undecided. On the other hand, from the
total of 65 support staff members (46.2%) of them reported their disagreement that
discrimination was practiced during staff promotion. Whereas the remaining (29.2%) and

(24.6%) of them replied agree and undecided.
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Besides, the mean value of management and support staffs (2.2) and (1.83) which indicates
respondents’ disagreement that discrimination was practiced during staff promotion. The T-
test result revealed that there is statistically significant difference between the two groups of
respondents (the calculated sig value =0.04) at 0.05 level of significance which may infers

that support staffs didn’t know whether there was discrimination during staff promotion.

As we can observe in the table 6d item 2, majority of management staffs (61%) of them
agreed that there was political influence during staff promotion. On the other hand, (47.7%)
support staff respondents reported their disagreement that promotion was based on political
membership. While the rest support staffs (35.4%) and (16.9%) of them replied agree and
undecided. Thus, from this information, we can realize that staff promotion was not

transparent absolutely. So, it needs to do more.

On the other hand, the mean value of management and support staff (2.34) and (1.88) which
indicates respondents agreed that promotion was not based on political member ship rather
on merit based. The T-test result revealed that there is statistically significant difference
between the two groups of respondents (the calculated sig value=0.01) at 0.05 level of
significance which may infers that support staffs didn’t know whether selection technology

impede staff selection process or not.

As indicated in table 6d item 3, majority of management staff respondents (58.5%) agreed
that there was favoritism during staff promotion. On the other hand, from the total 65
support staff member respondents (43.1%) of them reported their disagreement that there
was favoritism during staff promotion while the remaining (36.9%) and (20%) support staffs
replied agree and undecided. From this information, we may conclude that staff promotion
was not competence based absolutely. So, to be free from grievance and criticism, the

human resource office required to do more.

In addition, the mean value of management and support staff member respondents (2.44)
and (1.94) which shows the respondents agreed that there was nepotism or favoritism during
staff promotion. The T-test result revealed that there is statistically significant difference
between the two groups of respondents (the calculated sig value =0.004) at 0.05 level of

significance which may infer that support staffs had no information whether there was

68



favoritism or not because they far apart from decision making compared to management
staffs.

Last, but not least, in the same table item 4, both groups of the respondents were asked
whether the human resource office was free from subjectivity during staff promotion or not.
Most of the management staff member respondents (68.3%) agreed that there was
subjectivity during staff promotion. Besides, from total of 65 support staff member
respondents (44.6%) of them agreed that there was subjectivity during staff promotion.
While the rest (29.2%) and (26.2%) of support staff members replied undecided and

disagree.

In addition to this, the mean value of management staff member respondents (2.51) which
shows the respondents’ can’t decide whether there was subjectivity during staff promotion
or not. On the other hand, the mean value of support staff respondents (2.18) which indicates
respondents’ disagreement that there was subjectivity during staff promotion. The T-test
result revealed that there is no statistically significant difference between the two groups of
respondents (the sig value=0.05) at 0.05 level of significance. During the interview, it was
stated that the organization failed to retain qualified and competent employees and there was
high attrition rate because of the vacant positions were filled by a person who didn’t meets
the required qualification for the position and scores higher than other candidates.

In general, as listed in the rating scores during staff promotion there were potential
constraints; both groups of the respondents were agreed that there was subjectivity during
staff promotion. To sum up, both groups of respondents agreed that political influence and
favoritism were practiced during staff promotion. So, it is advisable that the top managers
should give attention during promotion because the issue is sensitive and question of each
employees.

4.2.5. Measures taken to improve the process of staff employment and promotion
functions and these measures to what extent improved to be successful.

The NEAEA selected employees were asked about the practices of staff employment and
promotion functions. The respondents describes the major constraints of staff employment
and promotion functions as follows: absence of HR experts, absence of strategic plan , lack
of accurately forecasting, lack of support of top management, absence of HRIS, tendencies
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of decision, organizational hierarchy and subjectivity and favoritism were the prominent
factors. In addition to this, both groups of the respondents and interviewees were asked
whether the agency take any measure to reduce those potential constraints or not. Almost all,

respondents reported that nothing was done rather thing are gone as usual.

As one of the interviewee confirmed that the agency tries to solve the existing problems.
One of the remedy was that publicizing and posting all vacant positions to attract qualified
and competent man power. Thus, this remedy alone can’t solve the practical problems rather

the agency needs to do further feasible actions.
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Chapter Five

Summary, Conclusions and Recommendations

The purpose of this chapter is to summarize the major areas covered by the study and to
draw conclusions based on the major findings. At the end, possible recommendations were
forwarded to reduce the major challenges of staff employment and promotion functions and

to suggest solutions how to improve them.

5.1 Summary of Major Findings

The main purpose of this study was to examine some of the practices of NEAEA in the areas
of HRP and promotion functions. Specifically, it deals with human resource planning,
recruitment, selection and promotion functions and the relationship these had with the
agency’s’ strategic plan. To achieve this, objective, the following research questions were
developed:

» To what extent is the annual human resource plan of the agency linked with its
strategic plan?

» How effectively are staff employment and promotion functions executed in
NEAEA?

» What were the major challenges encountered in the process of implementing staff
employment and promotion function in the Agency?

» Were there measures taken to improve the process of staff employment and
promotion functions and if so, to what extent had these measures proved to be
successful?

The study was conducted in NEAEA and it was selected purposively. The agency was
selected due to the presence of a bundle of problems surrounding it. Management and
support staff members of the agency were involved in this study. A total of 111
questionnaires were distributed to (41) management staffs, and (70) support staffs. Out of
these, (41) (100 %), and (65) (93%) respectively were filled in and collected back. Data
were collected by means of questionnaires, interviews and document review. Thus, for
analysis of data which were gathered through close ended questionnaire were analyzed
quantitatively through using statistical package for social science (SPSS) version 23 and the

obtained results were analyzed with statistical tools such as percentage, frequency, mean,
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standard deviation and t-test. Based on analysis and interpretation of data the following is

summary of findings;

a)

b)

d)

9)

h)

It was reported by the majority of the respondents that NEAEA had no proper long
term human resource strategies of future human resource requirements. That is it
didn’t show how many employees will hire and promote. As result of this, there was
no alignment between human resource plan and strategic plan. As the document
shows the HRM office didn’t formulates HR annual plan in proper way.

The HRM office did not systematically conduct needs assessments to determine the
agency’s’ HR requirements.

Most of the respondents reported that the human resource office didn’t recruited
staffs based on employment implementation directives. Cognizant of this, both
groups agreed that human resource office didn’t attract candidates at the right time
and vacancies were posted or publicized in limited media.

Majority of management staff disclosed that human resource office didn‘t identify,
employed competent and qualified man power properly.

The respondents had no information whether there was affirmative action for
females, persons with disables and minority representation of nations and
nationalities was considered during selection process.

Majority of the respondents informed that promotion was not planned. In addition to
this, the respondent are doubtful that whether staff promotion was merit based or not
and the vacant positions filled in by external recruitment before staff promotion.

In the open ended questions, respondents were asked to mention the prominent
factors that influence staff employment and promotion functions. Majority of the
respondents described as follows: absence of strategic plan, in proper action plan,
low salary scale, high turnover rates, lack of accurately forecasting, lack of support
of top management, lack of HR experts, job attractiveness, organizational image, and
tendencies of decision making were the potential constraints of the staff employment
in the agency. In light of this, subjectivity, political influence and favoritism were
practiced during staff promotion.

At last but not least, the respondents and interviewees were asked to describe what

remedies were taken to improve staff employment and promotion functions. Though
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the agency faced by so many challenges, the top level managers as well as the human
resource office didn’t take any action except publicizing and posting the vacant
positions. Thus, the taken remedy alone can’t solve the hands-on problems unless the

agency takes further feasible actions.

5.2 Conclusions

On the bases of the findings of the study, the following conclusions are drawn:

The NEAEA did not adequately carry out needs assessment to decide its staff requirements
in advance. The 2017/2018(2009/2010 E.C) human resource office actual HRP prepared by
HR office were not aligned with the strategic plan of the agency. The strategic plan by itself
was not properly prepared. Thus, if we do not know where we are going; it is difficult to
determine where we are going without the strategic plan. Therefore, we may conclude that
the practices of HRP activities in the agency was weak because of which the agency could
not acquire HR expert, and lack of support from top level management. So, this might affect
the agency to analyze human resource needs both in quantitative and qualitative terms.

Causing, the agency to fail in attracting and retaining qualified and experienced employees.

At the heart of any effective organization, there is selection of qualified candidates. The
organization success depends on quality and number of employees. Hence, the
organization’s strategy is clear, well known, and fairly stable so that people who fit the
strategy can be selected hiring the best individuals one can find makes more sense than
hiring those who fit a specific job or strategy that exists today but may be gone tomorrow.
“Best” in this new context means best in intelligence and best in interpersonal skills, since
many jobs in rapidly changing organizations involve teamwork, negotiation, and
relationship management (Ronald, 2002). However, the study discloses that staff recruitment
and selection activities in the agency were weak. This, in turn, has widened the chance to

employee poor performer; this adversely affects the agency to achieve its objectives.

As indicated in the finding, in the NEAEA staff promotion was not plan and merit based.
Promotion is very sensitive to employees, it is very essential. Therefore, promotion is a
double edged weapon. If handled carefully, it contributes to employee satisfaction and
motivation. If it is mishandled, it leads to discontentment, frustration, skepticism, bickering

among the employees and culminates in a high rate of employee turnover.
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In the agency, there are certain challenges/problems which adversely influence staff
employment and promotion functions. The major staff employment influencing factors
were as follows:, absence of strategic plan, in appropriate action plan, lack of accurately
forecasting, lack of support of top management, absence of HR experts, job attractiveness,
organizational image, and speed of decision making. Besides, subjectivity, political
affiliation and favoritism were practiced during staff promotion. However, the agency faced
by so many challenges action was not taken to reduce the problems. Therefore, we can
deduce that the top level managers didn’t give attention to HR department though the

department is the backbone of the agency.

5.3 Recommendations
Based on the major findings and conclusions drawn, the following recommendations are
suggested,;

a) To improve staff employment and promotion functions of NEAEA the HRM office
would be expected to develop human resource strategic plan because such a plan is a
guide that helps the agency to determine future HR requirements.

b) HRM annual plans must be derived from organizational plans which are joined
together with the strategic plan and more or less constrained by having a link by
means of which straight or nearly straight. So it is commendable to conduct HR needs
assessment source of supply which are accessible for recruitment and selection
purpose through a human resource information system (HRIS).

c) It is recommended that the agency to fill in positions of HR director and expert by
individuals who have the required skills, knowledge and competences in the area to
retain qualified and experienced employees in the area by the means of promotion,
transfer from other sector or hiring because HR professionals will plays a strategic
role in organizational success.

d) Hence, the agency is faced by lack of HR and other professional experts because the
agency salary scale is unsatisfactory compared with other similar organizations.
Therefore, to retain the existing employees as well as to attract qualified man power,
the higher official’s suggested to revised salary scale and set other benefits such as

transport allowances and house allowances by convincing the concerned bodies.
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e) It is suggested that the agency in collaboration with Ministry of public service and
human resource development required to provide adequate training to its employees
on personnel policies, regulation and directives of staff employment and promotion
functions (especially for supportive staffs) because most of the employees had no
awareness as result of these employees have no trust on HR department and they feel
things are done by favoritism.

f) Before publicizing the vacant positions to external recruitment, it is recommended to
give chance for promotion to retain experienced and qualified employees and
motivated to perform when they know that for any promotion or new vacancies, they
are given a chance to apply for the jobs.

g) Staff employment and promotion functions are a very wide topic that needs to be
researched in depth. And the findings of this study did not exhaust all technicalities
of human resources planning, recruitment, staff selection and promotion functions.
The study explored only practices and challenges which faced staff employment and
promotion functions of NEAEA. Therefore, other researchers better to conduct
study in the same area.
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Appendix A
Addis Ababa University
College of Education and Behavioral Studies
Department of Educational Planning and Management

Questionnaires to be filled by directors, team leaders, experts, and administrative staffs of

National Educational Assessments and Examinations Agency (NEAEA)

Dear Respondents

This questionnaire is designed to collect data on trends of human resource planning,
recruitment, selection and promotion of employees of NEAEA). The research result is to be
used for academic purpose only and will be kept confidential. Thus, you are kindly

requested to answer all questions patiently and genuinely.

Thank you in advance for your cooperation!!

General Direction:
e Itis not necessary to write your name in the questionnaire.
e Please select your best choice for items requiring optional response by putting “v™
on each box provided for questions with rating scale (choice).

e For questions that require your further opinion, please respond briefly and clearly.

Part One: Background Information

1. Gender a) Male (] b) Female ()
2. Age

a) Lessthan 25 years ()

b) 25-34 years OJ

c) 35-44 years ]

d) More than 44 years (]



3. Education Status

a) Certificate and below ()
b) Diploma (J

4. Work experience

a) 0-5years ()
b) 6-10 years (J

5. Your position /status

a) Director J
b) Team leader ()

Part Two: Items on staff employment functions

The following items are about the extent of your organization executed human resource
planning, recruitment and selection. Please, indicate your level of agreement by circling the
numbers assigned for alternatives. The alternatives and their values are: Strongly Agree
(SA) =5, Agree (A) =4, Undecided (UD) = 3, Disagree (DA) = 2, Strongly Disagree (SD)

c)
d)

c) 11 and above years (]

c) Expert
d) Administrative staff (]

)

Degree (Je) PhD & above ()

=1
. A Rank

SN | Human Resources Planning Activities SA UD 1 DA 1 sD
Human resource office develops long-term

1 | HR grand strategies to future human resource | 5 3 2 1
requirements

2 HRP practices were aligned  with it’s 5 3 5 1
strategic plan

3 The Human resource office formulate action 5 3 9 1
plan

4 Human resource office done HR need 5 3 5 1
assessments
Human resource office systematically

5 [ reviews human resource requirement of the | 5 3 2 1
agency




Human Resources Recruitment

Rank

SN Activities SA A UD | DA | SD
The human resource office executed
1 | recruitment based on employment| 5 4 3 2 1
implementation directives
5 The _HR c_)ffice announced vacancies at 5 4 3 2 1
the right time
3 Vgcancies were aqnounced through 5 4 3 9 1
with appropriate media
S.N [ Human Resources Selection Activities Rank
SA| A | UD | DA | SD
The human resource office executed
1 |selection based on  employment| 5 4 3 2 1
implementation directives
During the selection process department
2 |head from vacant position, invited to| 5 4 3 2 1
evaluate the process
During the selection process department
3 |head of human resource management | 5 4 3 2 1
present to evaluate the process
During the selection process, human
4 | resource expert representative present to | 5 4 3 2 1
evaluate the process
Before vacant position fill-in candidates
5 . . . 5 4 3 2 1
are subject to depth interview
5 Before vacant position fill-in Candidates 5 4 3 5 1
are subject to standardized test
Before vacant position fill-in Candidates
7 | take practical test in relation to vacant| 5 4 3 2 1
position
8 Vacgn_t positipns were offered to best 5 4 3 9 1
qualified candidates.
9 During selection faffirmative actions for 5 4 3 9 1
females were considered
10 During sglect!on _aff_irmative acti(_)ns for 5 4 3 5 1
persons with disabilities were considered
11 Dl_Jring selegtion_ gffirmative aptions for 5 4 3 9 1
minority nationalities were considered




Part three: Items about employee promotion functions

The following are items believed to assess the execution of promotion that your organization
applies. Please, indicate your level of agreement by circling the numbers assigned for
alternatives. The alternatives and their values are: Strongly Agree (SA) =5, Agree (A) =4,
Undecided (UD) = 3, Disagree (DA) = 2, Strongly Disagree (SD) =1.

S Rank

Statements
N SA| A|UD | DA | SD
1 [ Staff promotion was planned 5 4 3 2 1
5 Staff promotion was based on 5 4 3 5 1

employment implementation directive
3 | Staff promotion was merit based 5 4 3 2 1

The human resource office fill-in vacant
positions by promotion before external [ 5 4 3 2 1
recruitment

Vacancies were posted or publicized in
a clear way

Part Four: Items on Factors Affect staff employment

The following items are about factors involved during human resources planning,
recruitment and Selection. Please, indicate your level of agreement by circling the
numbers assigned for alternatives. The alternatives and their values are: Strongly Agree
(SA) =5, Agree (A) =4, Undecided (UD) = 3, Disagree (DA) = 2, Strongly Disagree (SD)
=1.

Rank

Influencing Factors of Human
Resources Planning SA

>

ub [ DA | SD

Reliability in forecasting
Top management support
Resistance from employees
Strategic plan

Adequacy of HR experts

HRIS(human resource information
system)

o || |WIN|FR[Z »n
G ERNGENGENGERG NS
B I I - SN BN SN
W wlwlw|lw|w
N N[NNI N
e L e e e




Influencing Factors of Staff Rank
Recruitment SA

Human resource plan
Organizational image
Job attractiveness
Organizational policy
Government influence
Recruiting cost

o|lo|ld~|lwIN|IFLRIZ W

SN BRI

glo|la|lo|oi| o,
wlwlw|lw|w]|w
NN NN N
RlRr|lRr|RR]—

Rank

Influencing Factors of staff Selection

Legal consideration

Speed of decision making

Organizational hierarchy

Selection technology

galbhlwIN|IFRIZ WD
grjoryor|o1] ol
NI I N N I
WWlw|lw|w
NINININIDN
N

Type of organization

6. Do you think that there are other factors that contribute for human resources planning,

recruitment and selection? Please, mention the prominent influencing factors.

7. Were measures taken to improve the process of staff employment functions and if so, to
what extent had these measures proved to be successful?




Part Five: Items on Factors Affect Staff Promotion function

The following items are about factors involved during the practices of human resource
promotion. Please, indicate your level of agreement by circling the numbers assigned for
alternatives. The alternatives and their values are: Strongly Agree (SA) =5, Agree (A) =4,
Undecided (UD) = 3, Disagree (DA) = 2, Strongly Disagree (SD) =1.

S | Influencing Factors of Staff Rank

N | Promotion SA A |UD|DA | SD
1 | Discrimination 5 4 3 2 1
2 | Political affiliation 5 4 3 2 1
3 | Quarry of favoritism 5 4 3 2 1
4 | Not free of subjectivity 5 4 3 2 1

5. Do you think that there are other factors that contribute for staff promotion?

Please, the major influencing factors

6. Were there measures taken to improve the process of staff promotion functions and if so,

to what extent had these measures proved to be successful?
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Appendix C
Addis Ababa University
College of Education and Behavioral Studies

Department of Educational Planning and Management

Interviews for National Educational Assessments and Examinations Agency (NEAEA)

Selected Directors and Human Resources Experts

1)
2)

3)

4)

5)

6)

7)

8)

What are the major roles of the agency directorate director in human resource plan?

Do you think that the agency have human resource plan? How do linkage with its
strategic plan?
Who is responsible in recruitment of staff? To what extent play their responsibilities?
What methods do you use to publicize job openings before positions are filled-in? Do
you think they are appropriate and adequate enough to attract as many applicants as
possible?

In your opinion, is there a clear human resource selection in your organization? If yes,
explain the selection criteria’s.
Is there human resource promotion plan in your agency? If that in what way promotion
is given; merit based, seniority based, or other?
In your opinion, what are the major problems faced during practices of staff
employment and promotion?

What measures were taken to improve the process of staff employment and
promotion functions and if so, to what extent had these measures improved to be

successful?

Thank you!!
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