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Abstract 

The focus of this research was to show the extent of implementation of decentralized system whether brings 

together leadership efforts from private sector, civil society at national and local levels to converge and focus on 

available resources so as to drives the Addis Ababa City Administration of Ethiopia to build people-focused 

leadership capacities to enhance socio economic development at grass root level. The research approaches 

adopted in this study were both descriptive and exploratory research types based on survey method to 

understand a research problem. The finding of the analysis showed that, the Addis Ababa City Administration 

(AACA) has decentralized to bring effective quality service provision and autonomous self-governance at grass 

root level, however, the effective implementation of the district level decentralization in AACA was influenced 

by  lack of predetermined skill gaps in conducting civil service capacity building programs, poor leadership 

planning. . The main conclusion drawn from the study is and as this paper has explored the question of poor 

implementation performance of the District Level Decentralization Program (DLDP) and capacity development 

was accord for the reason that, and lack of skill gap analysis in civil service capacity building. 
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Introduction 

The motivations for the decentralization have varied depending on the social, economic and 

political situations and government systems. In Eastern Europe and the former Soviet Union, it 

was part of the political and economic transformation; in Latin America, it was to reinforce the 

transition to democracy; in South Africa, Sri Lanka and Indonesia, it was a response to ethnic or 

regional conflict; and in Chile, Uganda and Cote d’Ivoire, it was to improve the delivery of basic 

services (Shah and Thompson, 2004 cited in Ahmad, et al., 2006). In developed countries 

especially in Ethiopia, the motive for decentralization arose from political, (regional) demands 

for autonomy, not from efficiency considerations (Ahmad, Brosio, and Tanzi1, 2008). 

Whichever way decentralization is looked at, when it is implemented it puts in place structures 

both at central and local government levels that provide layers of leadership thus providing a 

field for leadership development in terms of knowledge, skills, attitudes, networks, systems, 

institutions, and values. Decentralization and leadership development are therefore symbiotic in 

the sense that for effective decentralized governance to take place, it requires a commitment of 

leadership at central and local government levels, a leadership that trusts in the power of the 

people at local level. At the same time local governance structures provide a training ground 

through which leaders are identified and trained through a hands-on process of managing local 

governments in all aspects (problem identification, policy and strategy design and decision-

making including bye laws, ensuring transparency and accountability, and in general managing 

resources).  

Decentralized structures also provide a structural arrangement that can bring together leadership 

efforts from private sector, civil society at national and local levels to converge and focus 

resources to developing local communities.  

This research paper examines the challenges facing local level leadership in Ethiopia particularly 

in Addis Ababa city administration and argues that in local governance, leadership transcends 

local governments to become a partnership activity in which central government, local 

governments, civil society, private sector are all engaged. It examines the issues related to the 
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symbiotic linkages between decentralized governance and the development of leadership at 

national and local levels. 

  

The Political and Economic Theory of Decentralization 

This theory has two facets (economic and political grounds). The economic theory of 

decentralization mainly deals with allocation, redistribution and stabilization of functions 

between the central and local governments (Dollery and Robotti, 2008). This theory argues in 

favor of redistribution and stabilization responsibilities assignment at the center. It also describes 

the assignment of responsibilities between decentralized jurisdictions giving more weight on 

allocation. Whereas, it argues that allocative responsibilities should be assigned to decentralized 

government levels and matching revenue sources for success of government performance (Rosen 

and Gayer 2010). 

 Scholars in economics has highly focused on the benefit and cost analysis of decentralization 

and service provision within the context of rationality assumption. Economic literatures point out 

that many of the anticipated benefits of decentralization in efficiency gains flow from bringing 

decision makers and decision making closer to the people and their needs(Mullins, 

2004,p.3,Dollery and Robotti, 2008). 

 The reason for such achievement at the local level is accounted to information. The local actors 

access better information on local conditions than central government. This better opportunity to 

knowledge information allows them to better adjust services and public spending plans to local 

demands, preferences and priorities; this in turn, with other things hold constant, is expected to 

improve efficiency and quality of services for local constituents (Rosen and Gayer, 2010:515).  

The Economic theory explanation for decentralization is linked with allocative and technical 

efficiencies. The allocative efficiency is justified with the reason near at hand of government and 

local citizens enhance the knowledge to judge the public preferences and priorities for service 

provision through their involvement. 

Theory of political economy of decentralization in political grounds argues that decentralization 

changes the existing failures of central government system by strengthening democracy, 
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accountability, transparency and participation through bringing government ‘closer’ to its 

citizens(Dollery and Robotti, 2008). 

 

 

Conceptual Framework 

 
Figure 1: Local governance leadership competency and power harmony analysis framework  
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Source: own modification and adopted from Thomas Peters and Robert Waterman: Le Prix de l’Excellence:Les Secrets des meilleures 

entreprises, (InterEditions, Paris 1983). Note that I have added and modified the eighth element of succession.  

In the figure 1 above, I summarized the capacities and competencies that are required for 

local level leadership to be effective. To be competent local leaders, people need to have a 

composite capacity of knowledge, skills, values, character and attitudes working within a 

facilitating cultural environment, institutions and systems. Local governance leadership needs to 

have deep rooted values of integrity, respect for diversity, service to the public, self-denial, and 

professionalism. Shortfalls in such values complicate further the difficult task of developing 

local communities in regions. For example lack of integrity leads to corruption and lack of 

accountability thus undermining development projects by diverting resources for them. Lack of 

respect for diversity has caused serious problems including women whose inputs are critical for 

development. Inadequate focus on serving the public has translated into disrespectful and 

arrogant public servant and inefficiencies in the provision of public service.  

Moreover when such values are lacking there is not push for creating and sharing 

knowledge, building skills, and networks to support the work of serving the public at local level. 

But it is a well-established fact that effective leadership can exist only within a framework of 

institutions systems and a conducive cultural environment. Leaders at all levels and in this case 

at local level need to pay particular attention to building institutions and systems, as well as 

enhancing their knowledge skills and networks in order to be able to operate successfully. The 

knowledge should not be localized but globalized to enable leadership to look ahead in time and 

scan the environment for solutions to current and future problems.  

The task of developing a local community is a heavy one especially where poverty is deep 

and communities resigned to poverty as a matter of fate. Poverty reduction is multi-disciplinary 

multi-sectoral, and needs multi-competency approach. Therefore leaders operating at local level 

need to have a harmonious balance of powers composed of integrative, entrepreneurial, 

administrative and operative powers. Integrative power is required for ironing out conflicts due 

to diverging interests, competition for resources, cultural and religious differences, and diverging 

values and outlooks as well as concerns of minority groups. Entrepreneurial power is required 
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for visioning and strategizing including analysis of the past, current and future environment and 

situation in order to map out paths and policy alternatives for development. Administrative 

power is necessary for following and respecting laws, rules, regulations, procedures, and 

resources especially for accountability purposes.  

Finally operative power is critical for action. The model for these powers as presented in the 

diagram below, does not required these powers to exist in groups of individuals. Each individual 

leader has dozes of each of these powers and the dominant doze is what will make him/her 

integrative, entrepreneurial, administrative or operative. From the above framework a well-

balanced leader will have an appropriate mix of integrative, entrepreneurial, administrative, and 

operative powers supported by adequate knowledge, skills, networks, in a character that is driven 

by appropriate values and attitude. There has always been debate on how effective decentralized 

governance can be within an environment where there is generalized inadequacy of capacities at 

local governance level. Sometimes this debate paralyses initiatives in decentralization and puts 

local governance actors in a perpetual lack of capacity.  

The truth of the matter is that one of the prerequisites for developing leadership capacity at 

local community level is to put in place decentralized structures and institutional arrangements 

that provide opportunity to the local actors to progressively acquire the necessary knowledge and 

skills in development oriented leadership through practice and interaction. It is not possible to 

develop comprehensive local governance capacity without instituting some form of 

decentralization. At local level it is always possible to find people with integrative leadership 

power, but for them to fully develop their administrative, entrepreneurial and operative powers 

they need to be put in institutional structures that provide opportunity for these to be put into 

action. Such structures can be provided by local councils, committees and other management 

structures especially if decentralization takes the form of devolution. Management knowledge 

and skills such as those shown in the framework below cannot be developed in the absence of a 

supportive institutional infrastructure. 

Methodology  

The researcher has applied both descriptive and exploratory research types and has followed 

Concurrent Mixed Method Approach popularly called mixed method. To consolidate the entire 
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research, the researcher has applied the first-hand information gathering instruments together 

with documents and artifacts to represent the local knowledge as all will rich sources of 

contextually relevant information. Besides, the Multi-stage sampling techniques with its 

probability and non-probability sampling techniques were used. Formula was employed to 

determine the sample size of the public servants. And the way in which the collected data was 

analyzed and interpreted was also discussed clearly in main paper in relation to the application of 

SPSS and Chi-square testes were used to look into some significance level of some variables. 

Results and Discussions 

The Level to which Decentralization Drives People-Focused Leadership Capacity  

The District Level Decentralization Program (DLDP) call for effective capacity building 

programs than ever. Those who view development as people-centered and non-hierarchical 

believe that unless public service capacity building interventions are participatory and 

transparent, intended results cannot be achieved. Public service capacity building programs 

usually aim to alter the behavior of government agencies, strengthen efficiency and effectiveness 

and maximize performance values (Purcell, 2000). The Ethiopian Government appreciates the 

successful execution of good governance, democracy, sustained socioeconomic development and 

quality service provision. In this effort, the capacity building program is designed as a central 

building block for the Ethiopia’s poverty reduction strategy (PSCAP mid-term evaluation report, 

2007).  

To ensure this scenario, the Ethiopian government launched an inclusive National Capacity 

Building Program (NCBP) in 2001 and the Public Sector Capacity Building Program (PSCAP) 

by the end of 2003 (PSCAP mid-term evaluation report, 2007).This program was introduced 

during the time that the government declared its intention to rapidly scale-up by applying 

capacity building interventions under PSCAP. 

The public service capacity building programs designed to implement district level 

decentralization effectively in Addis Ababa city administration is highly aligned with the 

national program in the PSCAP. The overall discipline of district level decentralization places an 
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organizational guide on human resource development that helps to strengthen managerial, 

professional and technical skills in a particular government organization.  

The National civil servant Proclamation clearly defines how and when to conduct human 

resource training. It dictates that civil servants be trained to improve their capability and attain 

better performance and/or to prepare them for higher responsibility based on career development. 

The responsibility to train civil servants was given to institutions, Woredas and sub city sector 

offices of civil service bureaus. These offices were charged to identify the training needs of their 

institutions and the civil servants, prepare plans and budget for the training.  

Likewise, the guiding principle of capacity building includes that the responsible 

organization is required to prepare a training policy and get it approved by the Regional Council 

and supervise its implementation upon approval. Hence, it is necessary to discuss critical 

components of district level decentralization implementation including the legal framework, skill 

gap analysis, continuity, relevancy and equal access. These elements are discussed below.  

Policy and Legal Framework 

According to Purcell (2000), the investment in public service training and development 

largely depends on the strength of the legal framework in which civil service training and 

development activities take place. The legal framework embraces the policy and planning 

processes and the systems for analyzing training needs and to assemble appropriate management 

information. However, the survey results indicate that majority of the civil servants were not yet 

aware of the existing capacity building policy and legal framework in Addis Ababa city 

administration.  

As summarized in the table 1 bellow, the respondents were asked whether or not there is 

policy and legal framework that govern capacity building programs in the civil service 

organizations. 44.2 percent of the respondents answered there is no capacity building policy and 

legal framework and 31.6 percent of them replied that they did not know. Less than 1/4
th

 (24.1 

percent) of the respondents replied in the affirmative confirming the existence of capacity 

building policy and legal framework in Addis Ababa city administration. 

Table 1:   Views of respondents on existence of legal framework which governs the Policy of 

capacity building program 
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   Capacity building Policy and legal framework  

Total    Yes No I Don't Know 

Sex Male Count 45 81 66 192 

% within Sex 23.4% 42.2% 34.4% 100.0% 

Female Count 26 49 27 102 

% within Sex 25.5% 48.0% 26.5% 100.0% 

Total Count 71 130 93 294 

% within Sex 24.1% 44.2% 31.6% 100.0% 

Source: Field survey, 2015 

In the above table, 42.2 percent of the male and 48 percent of the female respondents 

reported that there is no capacity building policy and legal framework that targeted leaders in 

Addis Ababa city administration. However, 23.4 percent of the male and 25.5 percent of the 

female participants stated that there is capacity building policy and legal framework in Addis 

Ababa city administration.  On the other hand, 34.4 percent of the male and 26.5 percent of the 

female respondents were not aware of whether there is a capacity building policy and legal 

framework in the region or no.  

Similarly, most respondents both in the interview and focus group discussion held with the 

civil servants pointed out that it was true that the mandate was given to the institutions and sub-

cities and Woredas to train their human resources. In practice, however, neither the AACA nor 

the sub-cities and Woredas has any capacity building policy and legal framework that focused to 

build the capacity of leaders who lead the institutions at lower level  . Though mandated by law, 

the little training that takes place is done by urgings from higher officials and/or the Ethiopian 

Civil Service University. Respondents also stated that, there is no standardized capacity building 

program at sub-city and Woreda level.  

Some of the interview respondents said that they did not know why, but, when the Addis 

Ababa city administration Bureaus call to give on the job training, while the mission of the 

training was known, sector officials observed endlessly sending trainees to attend training 

sessions that was not directly related to their job. Furthermore, according to some of the focus 

group discussants, regardless of contributions made by several universities, the Ethiopian Civil 

Service University is fully charged to capacitate the civil service.  

The problem was that when this university calls for long and/or short-term training, the 

region distributes invitations to all sub-cities and Woredas at same time, those organs intern 
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distribute the invitations to sector offices. Due to the absence of capacity building legal 

framework, the selection procedures about who should attend the training was based on the 

university’s criteria. The sector offices post to announce the planned training and inform all civil 

servants to submit their CV based on the criteria stated by the university. The participants also 

stated that once the university determined who is to attend the training sessions, all civil servants 

who accept to attend signing a contractual commitment agreeing on how many years he/she will 

serve after graduation and what percentage to pay from his/her salary during the course work, 

among others. Nevertheless, the official at all level argue that there is a clear guiding principle 

about how and when to train a civil servant and they confirm about the contract. 

Relating the civil servants capacity building to HRM is important as part of the overall 

approach. However, the rationale behind the regional bureaucracy to capacitate the civil servant 

illustrates that there was no predetermined skill gap analysis and civil servants performance 

evaluation. Obviously, the chance given was not to promote high performers or correct low 

achievers.  

Skill gap analysis 

During the implementation of district level decentralization, poor capacity was observed as a 

serious problem to public service organizations. According to Gusdorf, MBA and SPHR (2009), 

effective capacity building program is not an isolated event from government organizations to 

implement development policies and the district level decentralization in particular. Capacity 

building programs must be strategic designed to improve knowledge, skills and capability to help 

achieve the district level decentralization expected outcomes. Therefore, effective capacity 

building programs have to be done based on SWOT analysis to determine the strengths, 

weaknesses, opportunities and threats to the civil service organizations. 

 In the study area, the survey results depict that the skill gap analysis provided to the civil 

servants before the training was poorly carried out. If capacity building programs are about 

bridging the gap between civil servants and organizational competencies, as asserted by Purcell 

(2000), the training unit needs to have updated information concerning the knowledge and skill 

shortfall in the civil service organizations. The best way of obtaining this information is by 

carrying out an inclusive training needs analysis. Table 2 shows that (74.9 percent) of the 
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respondents reported that skill gap analysis was not provided to the civil servants before the 

training. 

Table 2: Respondents Views on the presence of skill gap analysis before training is provided to 

leaders and civil servants  

 skill gap analysis before training is provided Total 

Strongly 

Disagree 

Disagree No 

Comment 

Agree Strongly 

Agree 

Sex Male Count 56 83 4 34 15 192 

% within Sex 29.2% 43.2% 2.1% 17.7% 7.8% 100.0% 

Female Count 33 48 2 15 4 102 

% within Sex 32.4% 47.1% 2.0% 14.7% 3.9% 100.0% 

Total Count 89 131 6 49 19 294 

% within Sex 30.3% 44.6% 2.0% 16.7% 6.5% 100.0% 

 

Table 3: 

Chi-Square Tests 

 Value df Asymp. Sig. (2-

sided) 

Pearson Chi-Square 2.368
a
 4 .668 

Likelihood Ratio 2.506 4 .644 

N of Valid Cases 294   

a. 2 cells (20.0%) have expected count less than 5. The minimum 

expected count is 2.08. 

             Source: Field Survey, 2015 

As recapitulated in table 2, though the skill gap analysis is a fundamental requirement of 

civil service capacity building programs, 74.9 percent of the civil servant respondents stated that 

skill gap analysis was not provided before training. 23.2 percent of the participants, however, 

appreciated the existence of skill gap analysis that determined the capacity building program in 

the region. The gender breakdown indicated that 72.4 percent of the male and 79.5 percent of the 

female respondents were disagreed about the function of skill gap analysis before training was 

given. However, 25.5 percent of the male and 18.6 percent of the female contributors confirmed 

the practicality of capacity building on the base of skill gap analysis.  

The result in the Chi-Square test also demonstrates that, the Pearson Chi-Square value was 

2.4 with significance (P-value) of .668 which means > 0.05. Thus, we reject these odds as it was 
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statistically insignificant and we accept the alternative because there was a significance 

difference between the perceptions of both sexes and the application of skill gap analysis before 

training was provided to the civil servant. Both sexes were more likely observed the lack of skill 

gap analysis at different level as a practical challenge in the civil service organizations of Addis 

Ababa city administration. The overall discussion on capacity building reveals that, the ongoing 

capacity building program in the study area was held arbitrarily without identifying training 

candidate needs. Such a situation also can bring duplication in one field and deficiency in the 

other. Such imbalance intern creates dissimilarity on the district level decentralization 

implementation and inhibits the totality of the decentralization agenda.  Most of the interviewed 

civil service officials have also appreciated the problem. 

 Continuous, Relevant and Equal Accessibility 

It is universally acknowledged that capacity building is a critical component of HRM to 

change the mind-set in the civil service, promoting team spirit and increasing value of individual 

civil servants (Bentley, 2013). Such a situation can be ensured if the provided civil service 

capacity building programs are applied continuously by allowing the workforce to access 

equally. The regularity of capacity building program was not a problem in Addis Ababa. The 

survey result in table 4 below depicts that, the capacity building program in the civil service 

organizations were accomplished continuously.  

Table 4: Respondents views on a continues capacity building program to leaders and civil 

servants  

   Continues capacity building program 

Total 

   Strongly 

Disagree Disagree 

No 

Comment Agree 

Strongly 

Agree 

Sex Male Count 40 45 4 75 28 192 

% within Sex 20.8% 23.4% 2.1% 39.1% 14.6% 100.0% 

Female Count 10 37 1 38 16 102 

% within Sex 9.8% 36.3% 1.0% 37.3% 15.7% 100.0% 

Total Count 50 82 5 113 44 294 

% within Sex 17.0% 27.9% 1.7% 38.4% 15.0% 100.0% 

Source: Field Survey, 2015 
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Table 4 also explains the highest frequency mode replayed (53.4 percent) was respondents 

accept the continuous provision of decentralized capacity building program but 44.9 percent of 

the civil servant contributors were rejected the case. Similarly, 53.7 percent of the male and 53 

percent of the female contributors were reaffirmed the functionality of the continuous capacity 

building program in the civil service. Even though, 44.2 percent of the male and 46.1 percent of 

the female respondents reacted and refused the continuality of capacity building program in 

Addis Ababa city administration. In spite of the fact that, majority of the respondents appreciated 

the continuality of capacity building program in the study area, a significant number was also 

rejected the issue. Hence, civil servants need to be aware of what is going on or it needs serious 

attention for its continuality.   

Likewise, many literatures demonstrated that, the vitality of merit based HRM to implement 

effectively the decentralization and capacity building is the flagship of effective HRM. To have 

an effective civil service capacity building programs, the selection criteria as stated by 

International Criminal Court (2006), should be part of the civil servants performance appraisal 

and it must be related to their job-specific and competency. Information needs to be available to 

all civil servants and the selection process must be transparent.  

In Addis Ababa city administration however, there was a continuous capacity building 

programs provided to the civil servant but not relevant to the civil servants specific job 

description. For that reason, the large numbers of the respondents were rejected to accept the 

provided capacity building programs relevancy to their specific job description. 

Table 5: Respondents views on   the relevance of training given to the leaders and civil servants 

at Woreda and sub city levels  

   Training relevance  to one’s job description 

Total 

   Strongly 

Disagree Disagree 

No 

Comment Agree 

Strongly 

Agree 

Sex Male Count 39 72 6 54 21 192 

% within Sex 20.3% 37.5% 3.1% 28.1% 10.9% 100.0% 

Female Count 17 50 1 27 7 102 

% within Sex 16.7% 49.0% 1.0% 26.5% 6.9% 100.0% 
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Total Count 56 122 7 81 28 294 

% within Sex 19.0% 41.5% 2.4% 27.6% 9.5% 100.0% 

Source: Field Survey, 2015 

The implementation of decentralization calls for effective capacity building programs. The 

effectiveness of a capacity building program is also ensured by its relevance to ones future career 

among others. However, as stated in table 4.9, 60.5 percent of the respondents were repudiated to 

accept the reality that the training given to the civil servants and its relevancy to one’s specific 

job description. But, only 37.1 percent of them valued its relevancy. The irrelevancy of the 

ongoing capacity building program was also sensed at a relatively equal rate by the contributors. 

The provision of irrelevant training is more that wasting resource for nothing.                               

On the other hand, to implement the district level decentralization effectively, in conjunction 

with the skill gap analysis and continuous provision of capacity building programs, good 

information management is needed. According to Purcell (2000), good information management 

helps to ensure the advantages of capacity building programs and it must evenly stretched across 

the civil service organizations with no one group dominating it. Because, such a condition 

guarantees the balance of capacity building programs provided equal opportunity in the civil 

service organizations. However, in the study area there observed lack of equal accessibility to 

join the capacity building programs. 

Table 6: Views of respondents on equal accessibility of the training program provided to 

leaders and the civil servants   

   Equally accessibility of the provided training 

Total 

   Strongly 

Disagree Disagree 

No 

Comment Agree 

Strongly 

Agree 

Sex Male Count 56 77 4 40 15 192 

% within Sex 29.2% 40.1% 2.1% 20.8% 7.8% 100.0% 

Female Count 28 48 2 17 7 102 

% within Sex 27.5% 47.1% 2.0% 16.7% 6.9% 100.0% 

Total Count 84 125 6 57 22 294 

% within Sex 28.6% 42.5% 2.0% 19.4% 7.5% 100.0% 

Source: Field Survey, 2015 
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Under merit principles, the practice of equal opportunity is honored. Despite the civil 

servants proclamation, equal opportunity principles are compromised by administrative 

malpractices. Table 6 above shows that 71.1 percent of the respondents disagreed that there is 

equal accessibility to join the capacity building programs in their organization. Only 26.9 percent 

of them agreed that there is equal opportunity. The lack of equal access to capacity building 

programs was considered a challenge by both male and female respondents. As most females are 

typically discriminated against in the labor market, the female participants were sensitive to this 

issue. Consequently, 74.6 percent of the female contributors disagreed that there is fair 

accessibility.  

The public sector capacity building program (PSCAP) in Ethiopia as well as in Addis Ababa 

city administration is initiated purposefully to come-up the ineffective public service because of 

the poor capacity of the decentralization implementers and coordinators. The direct impact of the 

effective capacity building program is the provision of quality service to the public. Hence, 

during the survey, service user participants were asked to share their observation on the civil 

service capacity building programs. You wonder how the public observes the civil service 

organizations. 65 percent the service user respondents were responded the civil service capacity 

build programs in their locality was medium and only 35 percent of them were appreciated the 

application of the civil service as was good. The civil servants were dissatisfied by the way the 

capacity building programs were held in due of the lack of skill gap analysis before training was 

provided and the public observation was also its intermediateness.     

Conclusion 

 The legal ground of the civil service capacity building was comprehensively described in 

the FDRE civil servants proclamation. It states that staff members must be trained to improve 

their capability and attain better performance or to prepare them for higher responsibility. In 

doing so, the city administration was given the responsibility to train civil servants to the Sub-

cities, woredas or kebeles sector offices through identifying the training needs of their institution 

and civil servants. In addition, they were charged with preparing plans and the concomitant 

budget for training. However, in application, the overall performance of civil service capacity 

building program was ineffective.  
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 It was ineffective because of lack of skill gap analysis before training was provided to 

civil servants. Civil servants were not aware of the existing capacity building policy and legal 

framework. There was also inadequate application of on the job training. The training package 

did not match trainee needs and their job description. Sometimes, the program did not offer 

orientation to their work environment, nor did it provide the necessary training manuals to the 

respective workforce. As a testament to the weak planning and implementation of HRM, some 

graduates were idle for 4-5 months after graduation waiting for appointments, while drawing 

their monthly pay from payroll. 
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