Humanities and Social Sciences
2021; 9(6): 251-257
http://www.sciencepublishinggroup.com/j/hss

doi: 10.11648/j.hss.20210906.16

(R J' v, )
otlencer

Science Publishing Group

ISSN: 2330-8176 (Print); ISSN: 2330-8184 (Online)

Administrative Challenges and Practices of Civil Service
Reform Implementation: The Case of Haro Limu District in
Oromia Region

Lelisa Kebede Tolera

Department of Civics and Ethical Studies, College of Social Science and Humanities, Mettu University, Mettu, Ethiopia

Email address:
lalisakebede056(@gmail.com

To cite this article:
Lelisa Kebede Tolera. Administrative Challenges and Practices of Civil Service Reform Implementation: The Case of Haro Limu District in
Oromia Region. Humanities and Social Sciences. Vol. 9, No. 6, 2021, pp. 251-257. doi: 10.11648/j.hs5.20210906.16

Received: October 15, 2021; Accepted: November 11, 2021; Published: November 24, 2021

Abstract: Civil service reform is wide ranging areas of public administration adopted by developed and developing
countries. This is due to ever increasing change in economic, social, political, and technological environment has demanded
more efficient and effective management systems However, the implementation process of the reform tends to became
complex because of various institutional challenges. The main objective of this study is to examine administrative challenges
in the implementation of civil service reform in Haro Limu District. In order to achieve this objective, descriptive research
design and combination of quantitative and qualitative research approach was employed. In this study, the researcher used both
primary and secondary sources of data. Primary data were gathered through questionnaire, interview and focus group
discussion while secondary data were gathered from books, journals, articles both published and unpublished and official
documents from Haro Limu District. Questionnaires were distributed and administered by the researcher with the help of
enumerators. Structured questionnaires were filled by the sample respondents from five selected civil service sectors.
Interviews were conducted with five management officials from five selected public offices to attain profound information.
Similarly, FGD was conducted with employees selected purposively from civil service sectors. Data collected from different
sources were analyzed and interpreted through quantitative and qualitative techniques. The finding of the study identified some
interrelated administrative challenges in the implementation of CSR in the study area. These are low commitment and
competency of management officials and employees; lack of accountability and professionalism; low recognition of reform
standards; lack of fair selection, evaluation and promotion of employees; lack of advanced measurement standards; lack of
adequate training, lack of incentives and rewards for good performers and lack of regular supervision and monitoring. Based
on the identified problems, the following possible recommendations were provided. Strengthening capacity building,
enhancing the cooperation between management officials and employees, ensuring accountability of management officials and
employees, enhancing human resource management, allocating adequate budget, promoting effective communication between
public sectors and strengthening regular supervision and monitoring for the effective implementation of civil service reform in
the study area.
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1. Introduction

Civil service reform is the most comprehensive areas of
public administration adopted by both developing and
developed countries of the world. The ever increasing change
in economic, social, political, and technological environment
has demanded more efficient and effective management
systems [1]. This in practice, led to the need for the

governments to implement civil service reform to reduce the
cost of the civil service and create skilled and efficient
workforce which is critical for governance, production and
distribution of public goods and services, formulation and
implementation of economic policy, and management of
public expenditure [2].
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Despite its global spread, the implementation process of
CSR became complex due to different reasons like
rearranging difficult human configurations and changing
human behavior [3]. In addition, most of African countries
are forced to implement civil service reforms under the
guidance of international organizations like WB and IMF
and the prevalence of socio-political upheavals which in
turn resulted in institutional incapacity [4]. In Ethiopia the
purpose of reforming the old civil service system under
FDRE was to avoid the undesired practices that hindered
effective and efficient public service delivery and to
maintain civil service system with the changing
circumstances. Thus, in realizing this objective, the current
government of Ethiopia had adopted three important and
comprehensive policy reforms; changing the political
ideology from socialist to federal system; building a
capable civil service to provide citizens with friendly
service delivery, and improving quality service delivery
which is still under process [5].

Despite the above stated policy reforms, the
implementation of civil service reform in Ethiopia in
general and Oromia Regional State in particular face
several challenges. In relation to this, different researches
have been conducted. For instance the study entitled “The
Implementation of Civil Service Reforms in Ethiopia: The
Promise for Civil Service De-Politicization of Tigray
National Regional State” identified that regardless of the
institutional framework in place, the implementation of
CSR in the country was highly inhibited by political
interference [6]. This and other researches have been more
focused to the urban center administration rather than
distant and rural administration of civil service reform.
Thus, this study was aimed to exhaustively examine the
administrative challenges and practices of civil service
reform implementation in rural areas like Haro Limu
district.

2. Materials and Methods
2.1. Research Design

For the purpose of this study, descriptive research design
was employed. The rationale of employing descriptive
studies stems from the fact that such studies describe the state
of affairs as it exists at present [7]. In addition, the researcher
used combination of both quantitative and qualitative
research approaches since these approaches provide a
researcher with a pool of data that gives broad base to the
findings of the study and helps the study to be more valid,
reliable, and dependable [8].

2.2. Sources of Data

To attain the objective of this study, both primary and
secondary data has been used. The Primary data was gathered
from sample respondents and secondary data was collected
from books, journals, published and unpublished articles, and
official documents from the study area.

2.3. Study Population and Sample Size

Study Population: Study population is an aggregation of
elements from which the sample is actually selected.
Accordingly, the study population of this study was all
permanent employees which are currently working in five
public offices of Haro Limu district. Sample size: for this
study 103 employees were selected by simple random
sampling method. In addition, five employees were sampled
purposively from the selected five offices of the district.

2.4. Method of Data Collection

For the successful achievement of its objectives this study
employed questionnaire, interview and focus group
discussion as instruments of collecting data from primary
sources. Besides the researcher reviewed different materials
for collecting data from secondary sources.

2.5. Method of Data Analysis

Data collected from primary and secondary sources were
recorded, edited, organized, analyzed, interpreted and
presented in relation to research questions. The data collected
through questionnaire was analyzed quantitatively by using
descriptive statistical tools such as tables, figures, percentages,
graphs and charts, whereas data collected through interview
and focus group discussion was analyzed qualitatively.

3. Administrative Challenges in the
Implementation of Civil Service
Reform in Haro Limu District

3.1. Low of Commitment and Cooperation of Management
Officials and Employees

The Figure 1 below indicated that 14.1% of the respondents
replied ‘yes’ and majority (80.8%) of respondents replied ‘no’ on
whether management are committed in the implementation of
CSR. While the rest 5.1% of respondents replied as they are not
sure of whether top management officials are committed or not to
the implementation of civil service reform. On the same issue, one
of the key informants from civil servants (March, 2016) said that,
“.... top management officials are not commitment since they
have no clear understanding on the importance reform program”.

In addition, as the key informants from management
officials suggested the commitment of civil servants on the
implementation of reform process is not as it is expected.
This is due to lack of understanding about the purpose of the
reform program and lack of rewards and initiative
environment. As focus group discussants said, unequal
benefit among civil servants working in different sectors by
having equal academic status is the major cause for the low
commitment of civil servants towards civil service reform.

Therefore, one can say that low commitment of top
management officials and civil servants is a considerably
affecting implementation of civil service reform in Haro
Limu district.
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Are management officials committed for the implementation of civil
service reform?
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B No

I don’t know

Source: Researcher’s Own Survey Results, March 2016.

Figure 1. Respondents’ Opinion on Management Official s Commitment.

Table 1. Respondents’ Opinion on Cooperation between Management
Officials and Employees.

Item Responses Frequency Percent
How do you think the V. High - ---
cooperation between High 7 7.1
management officials and Medium 31 31.3
employees regarding civil Low 43 434
service reform V. Low 18 18.2
implementation? Total 99 100

incompetency of management officials like political loyalty,
personal relationship and year of experience rather than
academic status as criteria when coming to management
position. They said that, there are peoples on management
position with diploma level.

Table 2. Respondents’ Opinion on the Competency of Management Officials.

Source: Researcher’s Own Survey Results, March 2016.

The above Table reveals that, 7.1%, 31.3% and 43.4%
of respondents replied high, medium and low on the level
of cooperation between management officials and
employees. The rest 18.2% of the respondents replied as
the cooperation between management officials and
employees is very low. In consistent with the above
question, the FGD participants also commented that,
management bodies give more focus to the political
accountability than civil service reform program. This
result in mistrust between the two bodies and employees
are ceased to closely work with top management officials.
In other words there is no mutual understanding between
some management officials and employees due to some
officials consider themselves as boss rather than
coworkers. From the above responses we can conclude
that, low cooperation between civil servants and
management officials affects the implementation CSR
implementation in the study area.

3.2. Low Competency of Management Officials and
Employees

Competency of management official is one of the most
important factors to increase agency effectiveness [9]. In
connection with this, survey result on the above Table 2
shows, 41.4% and 49.5% of the respondents replied Yes and
No on the issue whether management officials are competent
enough in performing all responsibilities given to them. The
rest 9.1% of the respondents replied as they don’t know
whether management officials are competent enough or not.
In addition, FGD participants suggested that, most top
management officials are not competent in executing their
duties. They commented different reasons for the

Items Responses Frequency  Percent
Do management officials Yes 41 41.4
competent enough in No 49 49.5
performing all responsibilities I don’t know 9 9.1
expected from them? Total 99 100

Source: Researcher’s own survey results, March 2016.

Regarding the competency of civil servants, key informant
interviewees suggested that, there are many people waiting
for the support of other person in performing his/her duties or
try to make their duty of another person. In this condition it is
difficult to realize the reform program in general and in the
study area in particular.

3.3. Lack of Accountability and Professionalism

Accountability is the answerable to once own action or
decision. Decision makers in public institutions, private
sector and civil society organizations should be accountable
to the public as well as to institutional stakeholders [10]. In
accordance with this top management officials need to be
asked for their wrong doings before the court.

Table 3. Respondents’ Opinion on the Accountability of Management
Officials.

Items Responses Frequency Percent
Do management officials Yes 41 414
. . No 51 51.5
accountable for failure of their s
activitios? Idon’tknow 7 7.1
) Total 99 100

Source: Researcher’s own survey results, March 2016.

As shown in the Table 3 above, 41.4%, and 51.5%, of the
respondents replied yes and no respectively on the
accountability of management officials. The rest 7.1% of the
respondents have no idea on whether management officials
are accountable or not. In addition, participants in FGD
stated as the management officials are not accountable for
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their misconduct ad failure of their activities. One focus
group discussant told that, “...the accountability of
management officials in public office is not as much as it is
told orally. Practically I didn’t see when officials are

punished for their misconduct; even when their wrong action
is exposed”. From this we can deduce that implementation of
CSR reform is affected by low accountability of management
officials in the study area.

Is there adequate qualified human power in your office?
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Source: Researcher’s own survey results, March 2016.

Figure 2. Respondents’ Opinion on professionalism in office.

As indicated by figure above, only 37.4% of the
respondents replied ‘Yes’ and the rest 62.6% replied ‘No’
regarding presence of professionalism in their respective
office. In addition most of the FGD and interview
participants suggested as their place where they work, is
irrelevant with their area of qualification. Thus it is possible
to say that inconsistency of employee’s qualification and the
duty they have in office unquestionably affect the
implementation of CSR in the study area.

Table 4. Respondents’ Opinion on Selection of Employees.

Item Responses Frequency  Percent
Is the selection of Yes 47 47.5
employees based on No 52 52.5
merit system? Total 99 100

political view point 20 38.5
If your answer is ‘No’ Personal

. . . 32 61.5

on the above question, Relationship
is it based on; Giving Bribe - -

Total 52 100

Source: Researcher’s Own Survey Results, March 2016.

3.4. Lack of Fair Selection, Evaluation and Promotion of
Employees

Employees’ selection based on merit system is related with
seeking out the most talented citizens in a fair and open
competition. It is the best mechanism for obtaining potential
candidates in sufficient numbers and quality that can realize
the organizational objectives [11]. This is due to having
adequate manpower, careful management of human capital is
also important for the implementation of civil service reform.
This includes appreciating employees’ values which is
critical for the creation of an efficient workforce that can
properly implement the reform program [12]. Thus, building
a motivated and capable civil service requires merit-based
and nondiscriminatory recruitment, which rests on the

absence of political patronage, open competition and
selection by an independent agency [13].

As the above Table indicates, 47.5% of the respondents
answered ‘Yes’ and 52.5% respondents replied ‘No’ on
whether employees’ selection is based on merit system.
Respondents whose answer is ‘no’ were again requested to
answer the other criteria up on which the selection of
employees is based. Accordingly, 38.5%, 61.5% of the
respondents replied political background and personal
relationship respectively.

In contrast, some of the key informant interviewees from
management officials have suggested that the selection of
employees is fair and based on open competition. Here the
response gained from civil servants through questionnaire
survey and management officials through personal
interview is almost contradicting each other. Furthermore,
FGD participants were also requested to explain the same
issue during discussion and majority of the discussants
point out on the existence of problem regarding employees’
selection. On this issue one discussant (March, 2016) said
that, “...there are some individuals who were employed
without having any academic status. If the employees’
selection process is really based on applicant’s competency
and open competition, there is no way the person to be
hired without having legal documents in public office”.
Vacancies may be filled through recruitment, promotion,
and transfer on the basis of the human resource plan and
there shall be no discrimination among job seekers in filling
vacancies because of their ethnic origin, sex, religion,
political outlook, disability or any other ground and a
vacant position shall be filled only by a person who meets
the qualification required for the position and scores higher
than other candidates [14]. Thus based on the above stated
evidence and legal principles unfair selection of employees
is factor affecting implementation of civil service reform in
Haro Limu district.
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Is there fair evaluation and promotion of civil servants in your office?
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Source: Researcher’s Own Survey Results, March 2016.

Figure 3. Respondents’ Opinion on Evaluation and Promotion of employees.

As it is shown by the above figure 3 only 28.3% of the
respondents replied as the evaluation and promotion of public
employees is fair, whereas 69.7% of respondents replied it is
not. The rest 2% of the respondents failed to say ‘Yes’ or
‘No’ whether the evaluation and promotion of public
employees is fair. In connection with this, one discussant
argued that “...most of the time our performance evaluation
is not fair and hence didn’t show us our exact strength and
weakness. Thus our promotion is also determined in
accordance with the way we were evaluated.” From the
above view point one can easily understand as unfair

evaluation and promotion of civil servants exist in the study
area which in turn affect the implementation of civil service
reform.

3.5. Lack advanced Performance Measurement Standards

Accordingly the performance of employees working in
public office cannot be judged good or bad without the
establishment of this measurement criterion such as
punctuality, relationship with customers and daily
performance in the public offices [2].

Is there well developed measurement criterion in your office?

80
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40
20

B Frequency

W Percent

Yes

No

Source: Researcher’s Own Survey Results, March 2016.

Figure 4. Respondents’ Opinion on performance indicators.

As the result from the above Figure indicates, the majority
of the respondents have negative inclination on the presence
of advanced measurement standards. Only 30.3% respond
positively. In relation to the above question, most of the focus
group discussants suggested that measurement standards in
their offices are poor and they were being evaluated by the
old standards [4]. Setting performance measurement criterion
for activities in the public sector is a difficult task due to
incapacitated and de-motivated civil servants, lack of
facilities and poor information systems. As the result, lack of
advanced performance measurement standards is one of the
major factors affecting the implementation of civil service
reform in the study area.

3.6. Lack of Incentives and Rewards

Incentives are regarded as variable payments made to
employees or a group of employees on the basis of the
amount of output or results achieved. Alternatively, it
could be payments made with the aim of pushing
employees’ performance towards higher targets or to
employees’ attainment of some standard [15]. In civil
servants/staffs are under paid and under rewarded; hence
the system does not attract and retain skilled human power
[16]. As a result, the presence of incentives or rewards for
employees determines the effectiveness of civil service
reform implementation.



Humanities and Social Sciences 2021; 9(6): 251-257 256

Table 5. Respondents’ Opinion on Provision of Incentives for Civil Servants.

Item Responses  Frequency  Percent
Is there incentive or reward Yes -- --
provided for civil servants No 99 100
performing their duties in your Total 99 100
office?

3.8. Lack of Effective Communication, Supervision and
Monitoring

Table 7. Respondents’ Opinion on Effective Communication among public
sectors.

Source: Researcher’s Own Survey Results, March 2016.

As the result from Table 5 shows, all of the respondents
replied as there is no any incentive and reward provided for
civil servants for properly performing their duties.
Furthermore, most of the key informant interviewees
suggested that, no one is rewarded for his/her high
performance till now. Such kind of working conditions
makes the hard workers only to use their minimum effort in
executing duties. Thus it can be concluded that absence of
incentive and reward for employees for their higher
achievement is affecting the implementation of civil service
reform in the study area.

3.7. Lack Adequate Training for Employees

Training is best seen as incentive which can enhance
organizational commitment, team effort, and customer
relations. It is important for employees to realize that
organizations are showing an enhancement of their skills.
Through proper training, employees will have an in-depth
understanding of their tasks [17]. In addition, training
improves the knowledge, skill, behavior, and attitude of
civil servants towards the requirement of the job and the
organization. It is one of the best mechanisms to promote
learning using systematic and planned instruction
activities which involves the use of formal processes to
impart knowledge and help public employees to acquire
the skills necessary for them to perform their jobs
satisfactorily [18]. Thus, the absence of adequate training
for public servants seriously affects the implementation of
civil service reform.

Table 6. Respondents’ Opinion on Training.

Items Responses  Frequency Percent
Is there effective communication Yes 24 24.2
between public sectors on civil No 75 75.8
service reform? Total 99 100

Source: Researcher’s Own Survey Results, March 2016.

As it can be observed from the above Table 7, regarding
whether there is effective communication, 24.2% of the
respondents said ‘Yes’ and 75.8% of them replied ‘No’ on the
existence of effective communication between public sectors
on civil service reform. Besides, majority of the key
informants suggested that public sectors communication is
poor and irregular in working together to realize the reform
program. Thus it is possible to say lack of effective and
regular communication between public sectors on civil
service reform is a major problem for the implementation of
civil service reform in the study area.

Table 8. Opinion of Respondents on Supervision and Monitoring.

Item Response Frequency  Percent
Is there regular supervision Yes 34 343
and monitoring on civil No 65 65.7
service reform? Total 99 100

Items Responses Frequency Percent
Are you given adequate Yes 34 343
training on civil service No 65 65.7
reform implementation? Total 99 100

Source: Researcher’s Own Survey Results, March 2016.

As the above Table 6 shows, only 34.3% the
respondents replied positively and the highest percent of
respondents (65.7%) replied as they were not provided
sufficient training on civil service reform implementation.
In addition, key informants and focus group discussants
also confirmed as civil servants were not given adequate
training due to lack of finance for training and lack trainer
on the reform program. Thus, based on the above data it is
possible to conclude that, even though training has a great
importance, civil servants/employees were not given
regular training on civil service reform implementation in
Haro Limu district.

Source: Researcher’s Own Survey Result March, 2016.

As it is shown in the above Table, 34.3% of the
respondents replied there is regular supervision while the
greater percent (65.7%) of the respondents replied there is
lack regular supervision and monitoring on civil service
reform. This data shows that there is poor supervision and
monitoring on the implementation of civil service reform in
the study area.

4. Conclusion

Based on the above discussions of the presented data, the
following conclusions were made regarding the challenges in
the implementation of CSR in Haro Limu district.
Accordingly, this study identified that low commitment and
low competency of top management officials and civil
servants, and low cooperation between management officials
and employees as problems hindering implementation of
reform program in the study area. The findings of the study
also revealed that due to lack of professionalism, lack of fair
selection, evaluation and promotion of employees, and lack
advanced measurement standards implementation of civil
service reform is delayed in Haro Limu district.

Moreover, the study identified lack of adequate training,
lack of incentives or rewards for employees, lack of effective
communication between public sectors and lack of regular
supervision and monitoring as considerable challenges
affecting civil service reform implementation in the study
area.



257

Lelisa Kebede Tolera: Administrative Challenges and Practices of Civil Service Reform Implementation:

The Case of Haro Limu District in Oromia Region

5. Recommendations

Since implementing civil service reform is difficult
without the proper understanding and commitment of both
top management officials and civil servants, strengthening
capacity building is necessary. This includes enhancing
commitment of management officials and employees,
enhancing cooperation between top management officials
and employees as well as between public sectors. In addition,
ensuring the culture of accountability among public officials
and public employees also need to be promoted. To this
effect, the district and zonal administration should work
together on training and awareness creation activities.

Enhancing human resource management by hiring
employees based on merit system; appreciation of the
employee’s value, practicing fair evaluation and promotion of
employees and rewarding of good performers in their
respective activities are other ways that implementation of
CSR can be realized. In addition since, implementing civil
service reform without sufficient budget is unthinkable. Thus,
Finance and Economic Development Bearou of the region in
collaboration with MoFED should allocate adequate budget
for civil service reform implementation. Finally this study
point out that, strengthening regular supervision and
monitoring as another important issue to be given
consideration in realizing the civil service reform in the study
area.
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