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ABSTRACT

This study was conducted to assess the recruitment and selection practice among selected
Grade one Private Security Companies in Addis Ababa, Ethiopia. To this end, descriptive
cross-sectional study design employed at 16 Grade one Private Security Companies in
Addis Ababa, Ethiopia. Survey data were gathered using self-administered questionnaires
from 93 staffs, and interview was conducted with 12 key informants of Grade one Private
Security Companies. Survey data were processed through SPSS version 24 and analyzed
using descriptive statistics (frequency, percentage, mean and standard deviation).
According to the finding of this study, grade one private security companies were not
practice both recruitment and selection. The study also revealed that the major challenges
during recruitment and selection practice were absence of salary and wage policy,
incomplete and false academic documents, shortage of competent job applicant,
unavailability of clear and standardized recruitment and selection criteria, nepotism,
underestimate of security job by job seekers, and lack of government attention for private
security service. The study conclude that recruitment and selection practice of Grade One
Private Security Companies in Addis Ababa were ineffective. Lack of attention of
government for private security service and the low value of security job by job seekers play
a significant role to weakening the sector. To improve private security service: managers of
private security companies should establish a team of experts that will monitor the overall
recruitment and selection process based on the plan and policy of recruitment and
selection; managers of private security companies should prepare well-structured
recruitment and selection policy in which job descriptions and specifications should be
incorporated; the government licensed private security companies should develop national
standards of licensing and inspection; managers of private security company should identify
and evaluate the gaps that influence recruitment and selection process of private security

business.

Keywords: Recruitment, Selection, human resource, Grade one Private Security Companies,
Addis Ababa



CHAPTER ONE
1. INTRODUCTION

1.1. Background of the study

Every organization is made up of two major components: human and material resources.
Without suitable and adequate human and material resources, the objective of an
organization will be difficult to achieve. Human and material resources are input into the

system through processes in order to achieve the desired output (Otoo et al., 2018).

According to Armstrong (2006), the right labor market is making it more difficult for
organizations to find, recruit, and select talented people (Nyanjui, 2009). Recruitment is the
process of finding and engaging the individuals of the organization needs. Selection also is
the part of the recruitment process concerned with deciding which applicants or candidates
should be appointed to job (Anonim, 2015).

In addition, recruitment and selection is an important operation in HRM, designed to
maximize employee strength in order to meet the employer’s strategic goals and objectives.
In short, recruitment and selection is the process of sourcing, screening, shortlisting, and

selecting the right candidates to fill the required available positions (Searle, 2009).

Globally, there are money studies that are related with practice of recruitment and selection.
According to the finding of their studies that were conducted non developed countries,
recruitment, selection and retention process were not effective (Samwel, 2018). Whereas,
recruitment practice in developed countries were effective (Kang & Shen, 2013). They used
as recruitment channels including recruiting websites, company online recruitment, job

centers, headhunter agents and university job fairs.

Some studies in Ethiopia showed that there are organizational policy and principles of
recruitment both internal and external source of recruitment. In addition, some organizations

use different alternatives to recruitment the rate how the organization focus on alternatives



to recruitment is medium and the organization uses contingent worker more than other
alternatives. The most important factors that affect the organization recruitment process are
working condition and labor market from internal and external respectively. External
recruitment has some problem for the organization because of that it needs long training and
the related cost (Thomas, 2020).

In Ethiopia, private security service providers are playing a key role in the security sector.
Whereas there was lack of studies in this organization regarding practice and challenges of
recruitment and selection. So, this research was designed to identify employee recruitment
and selection practices and challenges among Grade one private security companies in
Addis Ababa, Ethiopia.

1.2. Statement of the problem

Recruitment and Selection is a significant operation in HRM, designed to maximize
employee strength in order to meet the employer's strategic goals and objectives. In short,
Recruitment and Selection is the process of sourcing, screening, shortlisting and selecting

the right candidates for the filling the required available positions(Searle, 2009).

In addition, better recruitment and selection procedure result in improved organizational
outcomes. The more effectively organization recruit and select candidates, the more likely
they are to hire and retain effective personnel. Therefore, the starting point for improving
adult education is to get qualified and interested staff through a competitive, faire, and

objective recruitment and selection procedure (Daniel et al., 2014).

However, studies in Ethiopia indicated that there was lack of awareness about the
recruitment and selection policy (Alemayehu & Deressa, 2019). The studies also showed
that recruitment and selection practice was not monitored to ensure fairness and
transparency. And that might lead to bias, corruption and other unnecessary things and
finally, failures in getting competent candidates. There were a lot of internal and external
challenges like limited choice, inefficiency, unavailability of labor and expensiveness of
advertisement in the implementation of recruitment and selection, duties and responsibilities
of the job holders were not properly specified on the vacancy advertisement and which

makes difficult to know the responsible body. Even though there was official and formal
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policy for recruitment and selection of employees, it was not implemented or practiced
(Alemayehu & Deressa, 2019).

There were many studies that were conducted related to recruitment and selection practice in
various organizations (Ntunga et al., 2022) (Alemayehu & Deressa, 2019) (Melkamu &
Mary’, 2021). Whereas, there was lack of study in these private security companies on the
subject of practice and challenges of recruitment and selection. To fill this contextual gap,
this study was designed to examine the practice and challenges of recruitment and selection

in Grade One private security companies in Addis Ababa, Ethiopia.

1.3. Research Questions
This study was attempts to answer the following basic questions;

e How does employees’ recruitment practice look like among selected GOPSCs in
Addis Ababa, Ethiopia?

e How does employees’ selection practice look like among selected GOPSCs in Addis
Ababa, Ethiopia?

e What are the challenges associated with recruitment and selection practice among
selected GOPSCs in Addis Ababa, Ethiopia?

1.4.  Research Objective
1.4.1. General Objective

The general objective of the study was to assess recruitment and selection practices and

challenges among selected GOPSCs in Addis Ababa, Ethiopia.
1.4.2. Specific Objectives

e To assess recruitment practices among selected GOPSCs in Addis Ababa, Ethiopia.

e To assess selection practices among selected GOPSCs in Addis Ababa, Ethiopia.

e To determine the challenges associated with recruitment and selection practices of
selected GOPSCs in Addis Ababa, Ethiopia.



1.5.  Significance of the Study

The study will have the following significance;

e To the human resource managers of the GOPSCs, it would be help them to know
how to attract and select qualified and suitable applicants to apply for job openings
in the GOPSC:s.

e The study would also benefit employees during recruitment and selection processes.
Because both qualified and suitable candidates have a chance to be recruited and
then selected appropriately,

e The study would also be relevant to the researcher to get experience to do better
when required to do other researches, and to future researchers it will serves as a

guide and reference material for further studies.

1.6. Scope of the Study

The scope of the study was discussed in terms of the issue under investigation (conceptual
scope), geographical scope and methodological scope. Conceptually, the study was
delimited to assess practice and challenges of recruitment and selection. Geographically, the
study was delimited to selected Grade One Private Security Companies (GOPSCs) located
in Addis Ababa. Methodologically, the study applied mixed approach and cross-sectional
research design, and pertinent data gathered using structured open-ended questionnaire and

interview from employees in selected Private Security Company in Addis Ababa, Ethiopia.

1.7.  Organization of the Study

The study consists of five chapters. The first chapter includes introduction, background of
the study and the organization, statement of the problem, objective of the study, significance
of the study, limitation, methodology and organization of the study. The second chapter is
about review of related literature. The third chapter deals with research methodology. The
fourth chapter deals with analysis and interpretation of the collected data. The last chapter,

chapter five covers summary, conclusion and recommendation of the study.



1.8. Operational definition of key terms

Human Resources (HR): People in working environment gifted with the right ability, skills
and attitude (Caldwell & Anderson, 2018).

Human resource management: Human resource management (HRM) is the process of
employing people, training them, compensating them, developing policies relating to them,

and developing strategies to retain them (Ng & Parry, 2016).

Recruitment: is the process of generating a pool of capable candidates to apply to an

organization for employment (Anonim, 2015).

Selection: is the process of picking up individuals (out of the pool of job applicants) with

requisite qualifications and competence to fill jobs in the organization (Rouhi, 2014).

Staffing: is to provide a sufficient supply of qualified individuals to fill jobs in an

organization (Hannabuss, 2002).



CHAPTER TWO
2. LITERATURE REVIEW

This chapter deals with the conceptual, theoretical and empirical literature in relation to

recruitment and selection practices. Each of these sections is discussed as follows.

2.1.  Review of Theoretical Literature
2.1.1. Concept and definition
2.1.1.1.  Concept and definition of recruitment

Effective human resource planning should identify our human resource needs. After we
know these needs, we will want to do something about meeting them. Then step in the
acquisition function, therefore, is recruitment. This activity makes it possible for us to
acquire the number and types of individuals essential to ensure the continued operation of

the organization (Hannabuss, 2002).

Recruiting is the discovering of potential candidates for actual or anticipated organizational
vacancies. From another perspective, it is a linking activity-bringing together those with

jobs to fill and those seeking jobs (Hannabuss, 2002).

Recruitment is the process of producing a pool of capable candidates to apply to an
organization for employment (Anonim, 2015). Another scholar also define the recruitment
that recruitment is the process of searching for prospective employees and stimulating them
to apply for job in the organization (Rouhi, 2014). When more individuals apply for jobs
then there will be a scope for recruiting better persons. The job applicants too, on the other
hand, are in search of organizations offering them employment. Recruitment is a connection

activity bringing together those with jobs and those seeking jobs (Rouhi, 2014).

Every organization has its own recruitment policy. Recruitment policy is the guiding
principle that governs HR practices relating to recruitment. It provides a wide framework for
the HR department to choose its priorities relating to recruitment. These priorities may

include, among others, the gender equation, options for the socially marginalized and the



physically challenged, and compassionate appointments for the dependents of deceased and
retired employees (Durai, 2010).

A good recruitment policy can save an organization from facing situations like unproductive
tests and interviews due to the non-availability of the right candidate in the applicant pool,
compromising on the selection of good candidates, a high attrition rate, low productivity,
and low motivation among existing employees as a result of faulty policies. A methodical
recruitment policy can ensure the availability of suitable people at the appropriate time with
the least disturbance to the production schedule. Factors like the image of the company,
labor market conditions, government regulations, and the economic situation may also

contribute to the success of the recruitment policy (Durai, 2010).

Recruitment Process: The recruitment process is concerned with the method for the
identification and classification of the potential source of human resources supply and
effectively utilizing those sources. In the overall process of acquiring and inducting human
resources in the organization, recruitment is one of the critical sub-processes. A well-
planned and well-managed recruiting process is essential for attracting high-quality
applicants (Durai, 2010).

Steps in the Recruitment Process

Merely placing an announcement or employing professional agencies to recruit applicants
does not complete the recruitment process. There are humerous important steps involved in
the whole process. We shall now discuss these steps in detail, such as HR planning,
determination of strategy, evaluation of the resource of recruitment, implementation of
recruitment methods and strategy, and feedback and control (Durai, 2010). Recruitment

process passes through the following stages (Hannabuss, 2002):

The process begins when the personnel department receives requisitions for recruitment
from any department of the company. The personnel requisitions contain details about the
position to be filled, the number of persons to be recruited, the duties to be performed, the
qualifications expected from the candidates, the terms and conditions of employment, and

the time by which the person should be available for an appointment, etc.



Sources of Recruitment

Developing various sources of recruitment is essential for an organization. When the
organization is successful in collecting a large applicant’ pool, it can adopt a hard procedure
for choosing the best employees from such a pool without compromising on quality.
However, there is no single mixture of resources and methods that will work well for all
organizations, or, for that matter, across all labor markets, or even within a labor market.
Thus, an organization should use multiple recruitment sources to build its applicants’ pool
(Durai, 2010).

Internal recruitment source

Internal recruitment usually mentions to filling open jobs position with the current
employees of the organization. It is a process planned to create sufficient interest among the
current employees to cause them to formally indicate an interest in a given position. The
position applied for may represent a promotion, a transfer, or even a demotion in a few
cases. It is to be understood here that there must be an active and voluntary participation of
the existing employees in the process of recruitment to call it an internal recruitment.
Internal sources normally consist of the existing employees, the former employees, and

employee referrals (Durai, 2010).
External recruitment source

The external sources of recruitment denote to reaching out to the external labour market to
meet the labour requirements. They are huge, varied, and important for recruitment. Tapping
these sources calls for careful planning and proper execution by the organization (Durali,
2010).

2.1.1.2.  Concept and definition of selection

The basic task of HRM is the selection of the right individual for the right position at the
right time to carry out the activities of an organization in the most efficient way. It also aims
to improve the satisfaction, morale and productivity of employees, control labour turnover,

and help organizations increase their performance by providing the necessary training and



development opportunities, suitable working conditions and appropriate career growth to

employees (Durai, 2010).

Selection is the process of picking up individuals (out of the pool of job applicants) with
requisite qualifications and competence to fill jobs in the organization (Rouhi, 2014). Thus,
the selection process is a tool in the hands of management to differentiate between the
qualified and unqualified applicants by various technique such as interviews, tests etc., it is

a negative process of employment and others are denied the opportunities (Rouhi, 2014).

Selection procedure: The selection process is concerned with securing pertinent
information about a candidate. This information is protected in a number of steps or stages.
The objective of the selection process is to determine whether an candidate meets the
qualifications for a specific job and to choose the applicant who is most likely to perform
well in that job. Selection is a long process, commencing with the preliminary interview of

the applicants and ending with the contract of employment (Hannabuss, 2002).

The selection procedure comprises of a series of steps. Each step must be effectively cleared
before the candidate proceeds to the next. The selection process is a successive hurdles or
barriers that an applicant must cross. These hurdles are designed to eliminate an unqualified
candidate at any point in the selection process. Thus, this technique is called the “Successive
Hurdles Technique." In practice, the process differs among organizations and between two
different jobs within the same organization. Selection procedure for the senior managers
will be long and rigorous, but it is simple and short while hiring lower-level employees
(Hannabuss, 2002).

Selection methods

The aim of selection is to assess the suitable candidates by predicting the degree to which
they will be able to carry out a role successfully. It includes deciding on the degree to which
the characteristics of candidates in terms of their competencies, experience, qualifications,
education and training match the person specification. It also involves using this assessment

to make a choice between candidates Selection methods consist of application forms,



interviews and references. Application forms were described earlier and the various types of

interviews and assessment centres are described below (Anonim, 2015).

Individual interview: it involves face to face discussion and provides the best opportunity
for the establishment of close contact — rapport between the interviewer and the candidate.
An organized interview is one that is built around a set of predetermined questions that may
be related to the competencies required as set out in the person specification or typical

situations faced by holders of the role for which the candidate is being considered.

Interviewing panels: two or more interviewer gathered together to interview a candidate
may be described as an ‘interviewing panel’. The most typical condition is that in which an
HR specialist and line managers see the candidate at the same time. It has the advantage of
enabling information to be shared and reducing overlaps. The interviewers can discuss their
joint impressions of the candidate’s behavior at the interview and modify or enlarge any

superficial judgements.

Selection boards or panels: selection boards are more formal and, usually, larger
interviewing panels assembled because there are a number of parties interested in the
selection decision. Their only benefit is that they enable a number of different people to
have a look at the applicants and compare notes on the spot. The shortcomings are that the
questions tend to be unplanned and delivered at random, the prejudices of a dominating
member of the board can overwhelm the judgements of the other followers, and the
candidates are incapable to do justice to themselves because they are seldom allowed to

expand.

Assessment centres: assessment centres assemble a group of candidates and use a range of
assessment techniques over a concentrated period (one or two days) with the aim of
providing a more comprehensive and balanced assessment of the suitability of individual
members of the group. Because an assessment centre gives the opportunity to observe actual
behavior in work related situations, some ‘reality’ scenarios from the company may be used.

Assessment centres are based on an understanding of the competencies they are trying to
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investigate and use systematic methods for measuring the degree to which each applicant
fulfils them.

2.2. Theoretical Literature
2.2.1. Theories of recruitment and selection

There are numerous theoretical fretworks have been developed to guide organizations in
designing and implementing effective recruitment and selection processes. Here are some

prominent models:

Human capital theory: The Human Capital theory was articulated and further developed
by Becker and Schultz in 1961 and 1964 respectively. According to Becker (1964) Human
Capital Theory promotes the idea that investing in employees' education, whether formal or
informal, will increase productivity. This theory also emphasizes that employees are an
organization’s most valuable assets. It suggests that the recruitment and selection procedure
should focus on identifying and acquiring candidates with valuable skills and knowledges
(Zeuch, 2016)(Bans-akutey et al., 2022).

Two Way Street Theory: Recruitment is a two-way street and it takes the recruiter-
organization and the recruited-employee on equal footing. Both need each other and
essentially no party is doing the other a favor hence the organization has a choice on who to
recruit and-or the prospective employee has to decide which organizational job to apply
(Matolo et al., 2019).

Person-organization fit model: this model emphases on the compatibility between
individual’s values, personality, and goals with those of the organization. It suggests that
hiring candidates who align with the organization’s culture results in higher job satisfaction

and commitment (Sekiguchi, 2004).

Realistic job preview model: this model emphasizes providing candidates with realistic
preview of the job and organization. By presenting both the positive and negative features
of the role, organizations can attract candidates who have a clear understanding of what to

expect, reducing turnover due to unmet expectations (Baur et al., 2014).
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2.3.  Review of Empirical Literature
2.3.1. Practice of recruitment and selection

According to the study that conducted to assess practice of recruitment in public sector
higher education institution in Ghana that reported majority of the respondents (37.5%)
pointed out that they got to know of the vacancy through recommendation (family/friends).
Few of them (21.1%) revealed that they got to know of the vacancy through advertisement
while 13.3% was through campus recruitment. Finally, 61.7% of the respondents agreed that
the most appropriate criteria for selecting potential employees of public sector higher

education institutions in Ghana are academic qualification (Otoo et al., 2018).

In addition, majority of the respondents (27.3%) agreed that the peculiar challenge
associated with recruitment and selection practices of public sector higher education
institutions in Ghana is identification of available vacancies. Delay in feedback after
interview was also cited by 25% of the respondents as a challenge with the recruitment and
selection practices of the University. Again, 16.4% of the respondents indicated nepotism
and favoritism as another source of challenge while 15.6% believed that poor human
resources planning is the major challenge with the recruitment and selection practices of
public sector higher education institutions in Ghana. Furthermore, 13.3% indicated that cost
of recruitment and selection practices of public sector higher education institutions in
Ghana. From the above, it is clear that the key challenges associated with recruitment
selection practices of public sector higher education institutions in Ghana are identification

of available vacancies and delay in feedback after interviews.

According to the study that conducted to assess recruitment, selection, and placement of
human resource in adult education organization in Borno state of Nigeria that reported
majority of the administrators have much interest in recruitment than selection in the mean
score 376.5% and 46.8% respectively (Daniel et al., 2014).

2.3.2. Factors affect recruitment policy

The recruitment policy of an organization is an integral part of its HR policy. Obviously, the

factors influencing the recruitment policy are the same that determine the HR policy of an
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organization. These factors can broadly be classified into two categories, namely, internal
factors and external factors. Let us briefly discuss the nature and extent of the influence of

these factors in determining the recruitment policy (Durai, 2010).

Internal Factors: Internal factors are those factors that are well within the control of an
organization. There are numerous internal factors that affect the recruitment policy of an
organization. A brief description of the key ones is presented as follows (Durai,
2010)(Hannabuss, 2002). These are factors that affect internal recruitments: wage and salary
policy; the age structure of the existing working force; promotion and retirement policy;
turnover rates; the nature of processes involved; the kind of personnel required; the level
and seasonality of the operation in question; future expansion and reduction programs; the
recruiting policy of the organization; the human resource planning strategy of the
organization; the size of the organization and the number of employees employed; finance
involved in recruiting employees; and finally, growth and expansion plans of the

organization.

External Factors: External Factors: External factors are those factors that are beyond the
control of an organization. These factors usually affect the quantity and quality of labour
available to an organization. Hence, external factors should also be considered while
framing the recruitment policy (Durai, 2010)(Hannabuss, 2002). These factors are as
follows: supply and demand of specific skills in the labour marketplace; organization’s
image perception of the job seekers about the company; external cultural factors: Obviously,
the culture may exert substantial check on recruitment. For example, women may not be
recruited in certain jobs in industry; political and legal factors also exert restraints in respect
of nature and hours of work for women and children, and allied employment practices in the

enterprise, reservation of Job for SC, ST and so on; and socio demographic factor

2.3.3. Factors affecting selection of human resource

The major factors which determine the steps involved in a selection process such as;
Selection process depends on the number of candidates that are available for selection;

selection process depends on the sources of recruitment and the method that is adopted for

13



making contact with the prospective candidates; and various steps involved in as selection

process depend on the type of personnel to be selected.

The study that was conducted to assess the effect of recruitment and selection of an
organizational performance of South Nyanza Sugar Company, Kenya that reported
recruitment and selection had a positive coefficient of 0.523. This indicates that the effect of
recruitment and selection on organizational performance is positive meaning that a proper
recruitment and selection leads to an increase in organizational performance. The
corresponding probability value is 0.002 and since this value is less than the 5% level of
significance thus the effect of selection and recruitment on organizational performance is
significant (Onkoba, 2022).

According to the study to assess the recruitment and selection practice and the service
performance of public sector organizations that was a public communication operator,
Burundi. The finding of the study indicated that the use of appropriate recruitment process
and selection methods enable organization to recruit committed and talented employees
which improve the performance of organization. Also the study found that employers are
challenged by a big number of candidates during recruitment process, lack of professional

recruiter and other factors (Ntunga et al., 2022).

According to a descriptive survey study that conducted to assess the recruitment and
selection practices of public sectors of higher education in Ghana reported that public sector
Higher education institution in Ghana predominately relies on recommendation as its mode
employment. In addition, identification of available vacancies and delay in feedback after
interviews were the two main challenges with public sector higher education institutions in

Ghana recruitment and selection practices (Otoo et al., 2018).

According to descriptive study that conducted to assess the recruitment and selection
practice in public sectors in Oromia regional state, West showa Zone reported that
respondents were not aware of formal recruitment and selection policy at a town. In
addition, the finding showed that the recruitment and selection process was not monitored to
ensure fairness and transparency, there were a lot of internal and external challenges like
limited choice, incompetence, inaccessibility of labor and expensiveness of announcement

in the implementation of recruitment and selection, duties and responsibilities of the job
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holders were not properly stated on the vacancy advertisement and which makes difficult to

know the responsible body (Alemayehu & Deressa, 2019).

The cross-sectional study that conducted to assess role of recruitment and selection on the
organization performance, the case of Wogagen Bank, in Ethiopia. The finding of the study
showed that the organization uses several practices to recruit and select. Newspaper is used
as a vacancy advertisement, and interview as a selection practice. The recruitment and
selection practice of the organization were evaluated by the respondents. According to the
given responses, most respondents stated that the number of applications affect the
employee selection process. Regarding the selection criteria, the company uses formal
education (Melkamu & Mary’, 2021).

The study that conducted to assess recruitment and selection practice in Burayu town
municipality and public service and human resource development office. The study was
used both primary and secondary data source and data were collected by using
questionnaire, interview and document analysis. The finding of the study showed that the
recruitment and selection practice were based on merit principle and the human resource
office follows or applies equal employment opportunities to all citizens. In the study area,
the sources of recruits were internal and external. Before selection, employees had different
expectation and image towards Burayu town public service and human resource
development. Public service and human resource development office of Burayu town
attracts potentially qualified applicants to its office and municipality by different
mechanisms, but newspaper/media/ advertisement was the dominant one. There were
number of factors that hinder the fair practices of recruitments and selection, and
management influence in selection and recruitment was higher than other factors (Sreenu &
Vijaya Shanthi, 2016).

According to the study that conducted to assess the impact of recruitment and selection on
organizational performance. The finding of the result showed that, advertising of job
vacancies to general public, use of employment agent(s) and campus are mostly the mode
for recruiting potential employees, it was also realized that the technique used in the

recruiting and selection practice was very effective and moreover helped improve employee
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performance, the study revealed that the selecting and recruitment process are also
characterized with lots of challenges (Gupta & Praveen, 2023).

2.3.4. Challenges that affect recruitment and selection

According to the quantitative study that conducted to identify the major challenges faced by
the human resource recruiter’s post selection of freshers that reported the major challenges
identified are allocation of projects to new recruits as per their interested work domain,
relocation, background verification, counter-offers, candidates on bench without project and
bond/contract (Indexed, 2021).

The study that conducted identify the challenges of recruitment and selection of employees
in Zimbabwean companies. According to the findings of the study challenges of recruitment
and selection of staff, identified brain drain, high labour turnover, scarcity of skills and
expertise in the labour market, and unemployment. Other challenges include costs
associated with recruitment. Smaller companies compete with bigger companies which can
better absorb the costs associated with recruitment and are also capable of playing better
salaries. Absence of human resources planning, geographical location of jobs and use of
information technology in advertising are other challenges that employer organizations face

when recruiting and selecting employees(Zinyemba, 2014).

Similarly, the study that conducted to assess recruitment and selection practice Oromia
reginal state, West Shwa zone, Ambo Twon indicated that there were a lot of internal and
external challenges like limited choice, incompetence, inaccessibility of labor, and
expensiveness of advertisement in the implementation of recruitment and selection, duties
and responsibilities of the job holders were not properly specified on the vacancy

advertisement (Alemayehu & Deressa, 2019).
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CHAPTER THREE

3. RESEARCH METHODOLOGY

3.1. Research Design

This research was a descriptive research design to look for practice and challenges of
recruitment and selection in grade one private security companies in Addis Ababa, Ethiopia
2024. The study also employed cross-sectional design because the data was collected and

assessed over a defined period of time.

3.2. Research approach

There are three types of research approaches: such as quantitative, qualitative and mixed
(Sarwono, 2022). Mixed method design is a method that includes both quantitative and
qualitative data collection (Oshagbemi, 2017). To achieve this study applied a mixed

research approach (a combination of quantitative and qualitative approaches).

3.3.  Sample Size and Sampling Techniques
2.3.5. Target population

All staff who were involved in recruitment and selection practice in Grade One Private
Security Company in Addis Ababa were target population. According to the information
that obtained from the Ethiopian Federal Police Commission, there were 23 Grade One
Private Security Companies in Addis Ababa, Ethiopia. GOPSC had three major types of
staffs such as management staffs, supervisors and security staffs. And there were only 179
staffs (management staffs who are involved in recruitment and selection process) who were
working in 23 GOPSCs.

2.3.6.  Sample size determination

According to the information that obtained from the Ethiopian Federal Police Commission,
there were 23 Grade One Private Security Companies in Addis Ababa, Ethiopia. Among 23
GOPSC, only 16 (70%) of them was selected by using lottery method to be involved in the
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study due to constraints of budget and time to carry out data collection. The sample that
used for quantitative the study was determined by using scientifical formula. This scientific
formula used to maximize the proportional representativeness of randomly selected samples,
eliminates sample bias and gives equal chance to every individual and also it maximizes the
reliability of the evidence or data collected (Naing, 2003). Yamane formula used in this
study to calculate sample from 123 total population who are working in 16 selected
GOPSCs with 5% of alpha level.

B N
"T 1+ N(e)?

B 123
1+ 123(0.05)2

n

n=93

Where:

n= sample size

N= total population

e= level of precision/alpha level

2.3.7. Sampling technique

According to the data obtained from the Ethiopian Federal Police Commission, there were
23 GOPSCs. Among those GOPSECs, only 70% of them were selected by using the lottery
sampling method due to constraints of budget and time. Then, from each GOPSC, 93
participants were selected proportionally from each company. Then, each participant was
selected from each company by using the purposive sampling method. For qualitative study
12 participants who were selected from 12 selected due to time and cost constraint among

Grade One Private Security Companies by using purposive method.
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Table 1: proportionate sampling of participants from each GOPSC, in Addis Ababa,
Ethiopia.

S. N | List of GOPSCs Number of | Proportional | Sample to be
staffs collected

1 Siltun Professional PLC 7 0.056911 5

2 Layon Security Service PLC 8 0.065041 6

3 Gafat Security and Human Resource PLC 7 0.056911 5

4 Admas Security Service PLC 7 0.056911 5

5 Wow Security Service PLC 8 0.065041 6

6 ABC Security Service PLC 7 0.056911 5

7 New generation Security Service PLC 9 0.073171 8

8 Nebiro Security Service PLC 8 0.065041 6

9 Fountain Security Service PLC 7 0.056911 5

10 Fine General Security Service PLC 8 0.065041 6

11 Commercial Nominees Security Service PLC | 10 0.081301 9

12 Ultimate Ethiopia Security Service PLC 8 0.065041 6

13 Vital Security Service PLC 8 0.065041 6

14 Ginus Security Service PLC 7 0.056911 5

15 Bifitu Security Service PLC 8 0.065041 6

16 Focus Security Service PLC 6 0.04878 4

Total sample size 123 93

3.4. Source of Data and Tools of Data Collection

The primary data was collected through both self-administered questionnaire and interview
that adapted from different similar studies. The questionnaire was adapted from different
similar studies (Alemayehu & Deressa, 2019). The questionnaire was both open and closed
ended questionnaire. Closed ended questionnaire was a 5- point Likert scale: strongly
disagree (1), disagree (2), neutral (3), agree (4), and strongly agree (5). Open ended
questionnaire that have four statements. The primary data collection also has five parts: the
first part was related to demographic information of participants; the second part was
questionnaire about recruitment practices in GOPSCs; the third part was questionnaire about
selection practices in GOPSCs; the fourth part was open ended questionnaire related with
challenges of recruitment and selection practices, and lastly, there were also an interview
questions with seven items. Interview is important to get qualitative data regarding the

challenges of recruitment and selection practice and verify data secured using questionnaire.
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3.5.  Procedure of Data Collection

The questionnaires were prepared both in English and Amharic language. Three trained data
collectors were assigned to collect the required data from study participants using pre-tested
self- administer questionnaires. Quantitative data was collected from 93 participants using
well-standardized, structured, and self-administered questionnaire. Qualitative data also
collected by using interview of 12 key informant (head of human resource department) from

selected GOPSCs by using lottery method.

3.6. Reliability and Validity of Data Collection Tools

Cronbach’s alpha is the most common measure of internal consistency (“reliability”). It is
most commonly used during multiple Likert questions in a survey/questionnaire that form a
scale and to determine if the scale is reliable. In respect to measuring the reliability of the
scale, the reliability coefficient (Cronbach’s alpha) of the practices of recruitment and
selection should be > .70 (Tavakol & Dennick, 2011).

Pre-teste was conducted at 5% of the sample size grade one private security companies
almost similar setups at non-selected companies to avoid information leakage’s Finally,
based on the results obtained from the pre-testing, modification was carried out to improve
the quality of the questionnaire. Eventually, personal and material related vague or gaps will

be identified and immediately corrected for the actual data collection process.
3.7. Data Analysis Method

3.1.1. Quantitative data

Quantitative data gathered using questionnaire was processed via SPSS version 24 and
analyzed using descriptive cross-sectional study design. The study was conducted from
March to April 2024, using pre-tested and self-administered questionnaires with a total of
sample size 93 staffs of GOPSC. The collected data entered into SPSS version 24 for further
cleaning and analysis purpose. Mean and standard deviation were used to determine

recruitment and selection practices.
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3.1.2. Qualitative data

The interviewed guide comprised statements related with practices and challenges of
recruitment and selection process. This was designed to gather the opinion of managers
regarding practices and challenges of recruitment and selection and made narration
accordingly. The finding of qualitative study was integrated with quantitative information to

answer the research questions.

3.8. Ethical Consideration

Confidentiality and privacy were some of the most corner stone of field research activities in
order to get relevant and appropriate data. The researcher assured the purpose of the
research paper and confidentiality of any information gathered through questionnaire on the
introductory part of the paper. A final report made available to the organization for perusal
and for academic purpose. Moreover, all materials consulted to conduct the study had been
duly acknowledged.
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CHAPTER FOUR

4. RESULTS AND DISCUSION
4.1. Results

4.1.1. Response rate

This part of the thesis presents the results of the data gathered from human resource officers
of grade one private security company by using closed and open-ended standardized
questionnaire and interview. This study deals with one of the basic research questions of the
main research entitled practices and challenges of recruitment and selection at grade one
private security companies in Addis Ababa, Ethiopia. Based on the research design of the
main research the questionnaire was distributed to 93 respondents working at 16 Grade One
Private Security Companies. Accordingly, all questionnaires were fully collected. Moreover,
data gathered through interviews were organized and interpreted in view of the objectives of

the research questions.

4.1.2. Reliability tests
Reliability is the measure of internal constructs in the study. A construct is reliable if the
alpha value is greater than 0,70 (Tavakol & Dennick, 2011). Construct reliability was
assessed using Cronbach’s alpha. The result revealed that the recruitment practice scale with
12 items (a¢ = .763), and selection practice scale with 15 items (a = .696) also found a
reliable (table 2).

Table 2: Reliability Statistics

Constructs No of items Alpha value
Recruitment practice 12 763
Selection practice 15 .696

Source: own survey data, 2014

4.1.3. Analysis of background information of respondents
Among 93 respondents, 72 (77.4%) were male, and 21(22.6%) were female. Regarding age
of participants, 5 (5.4%) were under 25 years old, 29 (31.2%) were 26-35 Years old, 24
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(25.8%) were 36-45 years old, 13 (14%) were 46-55 years old, and 22 (23.7%) were above
55 years old. Regarding position of respondents, 62 (66.7%) were human resource officer
and 31(33.3%) were other staffs. Regarding educational background of respondents, 6
(6.5%) were under certificate, 8 (8.6%) were certificate, 23 (24.7%) were college diploma,
44 (47.3%) were degree holders, and 12 (12.9%) were second degree holders. Regarding
work experience of participants, 48 (51.6%) were under 5 years, 28 (30.1%) were 6-10
years, 10 (10.8%) were 11-15 years, 5 (5.4%) were 16-20 years, and 2 (2.2%) were above

20 years of experience in private security company.

Table 3: Socio demographic information of participants of GOPSC in Addis Ababa, 2024.

Variables Frequency Percentage
Sex Male 72 77.4%
Female 21 22.6%
Age Under 25 years 5 5.4%
26-35 years 29 31.2%
36-45 years 24 25.8%
46-55 years 13 14%
Above 55 years 22 23.7
Position Human resources officer 62 66.7%
Others 31 33.3
Educational Under certificate 6 6.5%
background Certificate 8 8.6%
College diploma 23 24.7%
First degree 44 47.3%
Second degree 12 12.9%
Work experience Under 5 years 48 51.6%
6-10 years 28 30.1%
11-15 years 10 10.8%
16-20 years 5 5.4%
Above 20 years 2 2.2%

Source: own survey data, 2024

4.1.4. Descriptive statistics for study variables
4.1.4.1.  Descriptive analysis of recruitment practice

The aggregated mean and standard deviation values for recruitment practice are 3.39  and
.79444 respectively. This implies that recruitment in Grade One Private Security companies
were not practiced. Item wise, the sample mean and standard deviation values for “the
organization prepares recruitment plan’ 3.62 and 1.563, respectively. This shows that, most

of the respondents agreed that the organization prepared recruitment plan. The sample mean

23




and standard deviation values for “the organization has policy and procedure on
recruitment” 3.52 and 1.16668 This implies that, most of the respondents agreed that the
organization had policy and procedure on recruitment. The sample mean and standard
deviation values for “management of organization follows policy and procedure on
recruitment” 2.86 and 1.21218. This implies that, most of the respondents agreed that the
organization did not follow policy and procedure on recruitment. The sample mean and
standard deviation values for “the organization provides orientation on recruitment” 2.82
and 1.51044. This implies that, most of the respondents agreed that the organization did not
provide orientation on recruitment. The sample mean and standard deviation values for “the
organization monitor recruitment process to ensure fairness and transparency” 3.09 and
1.51129. This implies that, most respondents agreed that the organization did not monitor
recruitment process to ensure fairness and transparency. The sample mean and standard
deviation values for “the organization recruitment plan give equal opportunity to recruit
potential employees” 2.65 and 1.65270 This implies that, most respondents agreed that the
organization’s recruitment plan did not give equal opportunity to recruit potential
employees. The sample mean and standard deviation values for “recruitment practice led to
recruit competent staff” 2.90 and 1.41471. This implies that, most respondents disagreed
that the recruitment practice led to recruit competent staff. The sample mean and standard
deviation values for “the recruitment process was quick and applicants are informed on
time” 4.57 and.,66591 This implies that, most respondents agreed that the recruitment
process was quick and applicants are informed on time. The sample mean and standard
deviation values for “the qualification recruitment of a job properly state on vacancy
announcement” 3.39 and .84740. This implies that, most respondents agreed that the
qualification recruitments of a job did not properly state on vacancy announcement. The
sample mean and standard deviation values for “duties and responsibilities of the job
holders properly state on the vacancy advertisement” 2.46 and 1.42615. This implies that,
most respondents agreed that duties and responsibilities of the jobholders did not properly
state on the vacancy advertisement. The sample mean and standard deviation values for
“organization use convenient and accessible media to advertise recruitment vacancy”3.8495
and 1.11264. This implies that, most respondents agreed that the organization use

convenient and accessible media to advertise recruitment vacancy. The sample mean and
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standard deviation values for “the recruitment is satisfactory “2.92 and 1.52684 This implies
that, most respondents agreed that the recruitment process in Grade One Private Security

company was not satisfactory.

Table 4: Recruitment practice in GOPSC in Addis Ababa, Ethiopia 2024

Statements of Level of agreement
recruitment practice SD D N A SA Total S
(<5
o)
N[% [N[% [N[Jw [N [% N [ % N [ % 2 @
The org. prepares | 4 | 4.3 - - 16 | 17.2 |19 | 24 43 | 46.2 | 93 | 100% | 3.6237 | 1.503

recruitment plan.

The org. has police and | 4 | 43 |13 | 14 15 [ 16.1 | 26 | 28 35 | 376 |93 | 100% | 3.5161 | 1.16668
procedure on recruitment.

The org. follow policyand | 35 | 37.6 | 18 | 194 | 17 | 183 | 13 | 14 10 | 10.8 93 | 100% | 2.8602 | 1.21218
procedure on recruitment.

The org. provide | 35 | 37.6 | 27 | 29 14 {151 |9 9.7 8 8.6 93 | 100% | 2.8172 | 1.51044
orientation on recruitment.

The org. monitored | 44 | 47.3 | 23 | 24.7 | 12 | 129 | 9 9.7 5 5.4 93 | 100% | 3.0958 | 1.51129
recruitment  process to
ensure fairness and
transparency.

The recruitment plan gives | 42 | 45.2 | 25 | 26.9 | 12 | 129 | 7 7.5 7 7.5 93 | 100% | 2.6452 | 1.6527
equal  opportunity  to
recruit potential
employees.

The recruitment practice | 29 | 31.2 | 27 | 226 |21 | 226 |11 | 118 |5 |54 93 | 100% | 2.9032 | 1.41471
led to recruit competent
staff.

The recruitment process is | 3 | 3.2 8 |86 8 |86 21 | 226 |53 226 |93 | 100% | 45699 | .66591
quick and applicants are
informed on time.

The qualification | 8 (9.7 | 10 | 10.8 | 13 | 14 19 | 204 |42 | 452 |93 |100% | 3.3871 | .8474
requirements of a job
always properly state on
vacancy announcement.

Duties and responsibilities | 42 | 45.2 | 21 | 22.8 | 17 | 183 | 9 9.7 4 |43 93 | 100% | 2.4624 | 1.42615
of the job holders are
properly stated on the
vacancy advisement.

The organization wuse |4 | 4.3 10 | 108 | 16 | 17.2 | 25 | 26.9 | 38 | 40.9 | 93 | 100% | 3.8495 | 1.11264
convenient and accessible
media to advertise
recruitment vacancy.

The recruitment is| 36| 287 |27 |29 18 | 194 | 7 7.5 5 5.4 93 | 100% | 2.9247 | 1.52684
satisfactory.

Recruitment practice Mean= 3.3871 Standard deviation =.79444

Source: own survey data, 2024
4.1.4.2.  Descriptive Analysis of Selection Practice

The aggregated mean and standard deviation values for selection practice are 2.81 and .6956
respectively. This implies that selection practice in Grade One Private Security companies

was not practiced. Item wise, the sample mean and standard deviation values for “the
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organization prepared a plan for selection of new staffs” 3.44 and 1.49246. This implies
that, most of the respondents agreed that the organization prepared a plan for selection of
new staffs. The sample mean and standard deviation values for “organization had policy and
procedure of selection process”3.76 and 1.37839 This implies that, most of the respondents
agreed that the organization had policy and procedure on selection of employees. The
sample mean and standard deviation values for “organization follows policy and procedure
implemtation”2.78 and 1.70581. This implies that, most of the respondents agreed that the
organization did not follow policy and procedure on selection of employees. The sample
mean and standard deviation values for “the management have awareness of policy and
procedure of selection process” 2.61 and 1.72597. This implies that, most of the respondents
agreed that the management have awareness of policy and procedures on selection of
employees. The sample mean and standard deviation values for “organization provide
orientation on selection process of the employees” 4.49 and .60115. This implies that, most
of the respondents agreed that the organization provide orientation on selection of the
employees. The sample mean and standard deviation values for “the organization monitors
selection process to ensure fairness and transparency”2.67 and 1.49152. This implies that,
most of the respondents agreed that the organization not monitored selection process to
ensure and fairness and transparency. The sample mean and standard deviation values for
“the organization consider relevant selection criteria to select employees”2.42 and 1.66370
This implies that, most of the respondents agreed that the organization did not consider
relevant selection criteria to select competent employees. The sample mean and standard
deviation values for “selection process of an organization follow a merit-based principle”
4.47 and .66906. This implies that, most respondents agreed that the selection process of an
organization follow a merit-based principle. The sample mean and standard deviation values
for “the organization gives equal chance and opportunity for potential employees during
selection” 2.13 and 1.59637. This implies that, most of the respondents agreed that the
organization did not give equal opportunities for potential employees during selection. The
sample mean and standard deviation values for “the selection practice led to select
competent employees”2.06 and 1.39725. This implies that, most of the respondents
disagreed that the selection practice led to select competent employees. The sample mean

and standard deviation values for “the organization use written test to select candidates”2.51
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and 1.59226. This implies that, most of the respondents agreed that the organization did not
use written tests to select potential employees among candidates during selection. The
sample mean and standard deviation values for “the organization use interview to select
candidates” 2.09 and 1.36458 This implies that, most of the respondents agreed that the
organization did not use standardized interview to select potential employees among
candidates during selection. The sample mean and standard deviation values for “the
organization clearly define job specification” 2.49 and 1.32389. This implies that, most of
the respondents agreed that the organization did not clearly defines job specification of
selection process. The sample mean and standard deviation values for “interview and
written test approach during selection are comfortable” 2.17 and 1.4568. This implies that,
most of the respondents agreed that interview and written test approach during selection
were not comfortable. The sample mean and standard deviation values for “written test for
selection of candidates are related with job specification “2.30 and 1.45052. This implies
that, most of the respondents agreed that the written tests for selection of candidates was

related with job specification.
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Table 5: Selection practice in GOPSC in Addis Ababa, Ethiopia 2024.

Statements  of  selection Level of agreement
practice SD D N A SA Total S
L )

N % [N[% [N % [N [% [N[% |[N|% | = | @
The org. prepares a plan for | 16. | 17.2 | 12 | 129 | 11 119 | 23 | 247 |31 | 333|93|100 |34 | 149
the selection process. % 409 | 23
The org. has policy and |11 | 118 | 9. | 9.7 |8 8.8 28 | 30137 |398|93]|100 |37 |1.37
procedure on selection of % 634 | 84
employees.
The org. follow policy and | 38 | 109 | 10 | 109 |1 11 22 | 23722 | 23793100 |27 | 170
procedure on selection of % 849 | 581
employees.
The management have | 28 | 26 28 | 8.6 3 3.2 16 | 17.2 | 43 | 40 93 | 100 | 26 | 1.72
awareness policy and % 121 | 597
procedures on selection of
employees.
The organization provide | - - 1 11 2 2.2 40 | 43 50 | 53.8 | 93 | 100 | 4.4 | .601
orientation on selection of the % 946 | 15
employees.
The organization monitored | 24 | 25.8 | 34 | 36.6 | 1 11 17 | 183 |17 | 183 |93 | 100 | 2.6 | 1.49
selection process to ensure % 667 | 152
fairness and transparency.
The selection criterion | 46 | 495 | 13 | 14 2 2.2 13 | 14 19 | 204 | 93 | 100 | 2.4 | 1.66
relevance to select competent % 194 | 670
employees.
The selection process of | 0 0 1 |11 6 6.5 34 | 36.6 |52 |559|93| 100 | 44 | .667
organization follows a merit- % 731 |1
based principle.
The org. gives equal | 53 | 57 16 | 172 |1 1.1 5 54 |18 | 194 |93 | 100 | 2.1 | 1.59
opportunity  for  potential % 290 | 637
employees during selection.
The selection practice led to | 46 | 49.5 | 26 | 28 - - 11 (11810 | 10.8 |93 | 100 | 2.0 | 1.39
select competent employees. % 645 | 725
The org. use written test to | 36 | 38.7 | 24 | 25.8 | 2 2.2 12 |1 129|119 | 204 |93 | 100 | 25 | 1.59
select potential employees % 054 | 226
among candidates  during
selection.
The org. use interview to | 42 | 452 |30 [ 323 |3 3.2 7 75 |11 |11.8 |93 | 100 | 2.0 | 1.36
select potential employees % 860 | 458
among candidates  during
selection.
The org. clearly defines | 27 | 29 251 26.9 | 19 204 |12 | 129 |10 | 108 |93 | 100 |24 | 132
candidates’ specification of % 946 | 389
selection process.
Interview and written test | 46 | 49.5 | 18 | 194 | 8 8.6 9 97 |12 129 |93 | 100 |21 | 145
approach  during selection % 72 68
comfortable.
The written test for selection | 38 | 40.9 | 25 | 26.9 | 7 7.5 10 | 108 | 13 | 14 93 | 100 | 2.3 | 145
of candidates is related with % 011 | 052
job specification.

Selection practice

Mean= 2.8065 standard deviation=.69561

Source: own survey data, 2024
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4.1.5. Challenges of recruitment and selection practices
4.1.5.1. Internal challenges during recruitment process

Respondents were asked to state the major internal challenges during the recruitment
process. Most of the respondents 66 (71%) of them were agreed that there were internal
challenges during recruitment and selection process. Among those respondents, 22 (33.3%)
of them agreed that there was problem related with salary and wage policy. 23 (34.8%) of
them were greed that the candidates did not provide complete document such as educational
credentials and work experience during recruitment process. 16 (24.2%) of them were
agreed that the candidates provided false document such as educational credential and work
experience during recruitment process. 10 (15.15%) of them were agreed that the
organization dd not have clear criteria to recruit candidates. Finally, 12 (18.18%) of them
were agreed that some managers forced human resources officers to recruit officers without

competition.

Table 6: challenges of internal recruitment process In GOPSC in Addis Ababa, Ethiopia
2024.

Statement of challenges during internal recruitment Level of agreement

Yes No Total

N % N % N %

Wage and salary policy 22 333 |44 66.6 66 100%
Providing incomplete documents 23 348 |43 65.2 66 100%
False documents 16 | 242 |50 75.8 | 66 100%
Unav_ailability of Clear and standardized criteria of 10 15.2 56 84.8 66 100%
recruitment

Nepotism 13 19.7 53 80.3 66 100%
Internal challenges during internal recruitment 66 | 71% | 27 29% | 93 100%

Source: own survey data, 2024
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4.15.2. External challenges during recruitment process

Respondents were asked to state the major external challenges during the recruitment
process. 43 (46.2%) of the respondents agreed that there were challenges during the external
recruitment process. Among these respondents, a few (18.6%) agreed that there was
distance between job and residential area. Some respondents (44.2%) revealed that there
was a problem regarding documents; some of job applicants were providing incomplete
educational credentials and work experience. A few (20.9%) of them also responded that
documents of some job applicants became false or inappropriate. A few (9.3%) respondents
revealed that job applicants had a problem related with language. A few (11.6%)
respondents agreed there was a challenge related with nepotism, according to the
respondents some job applicants providing or receiving opportunities due to a family
relationship or friendship. A few (9.3%) respondents also revealed that there was shortage

of human resource officer during recruitment process.

Table 7: Challenges of external recruitment process in GOPSC in Addis Ababa, Ethiopia
2024.

Stater_nent of challenges during external Level of agreement
recruitment
Yes No Total
N % N % N %

Distance between job and residence 8 18.6% | 35 81.4% | 43 100%
Providing incomplete documents 19 | 442% | 24 55.8% | 43 100%
False documents 9 20,9% | 34 79.1% | 43 100%
Language problem 4 9.3% | 39 90.7% | 43 100%
Recruiting without vacancy advertisement 8 18.6% | 35 81.4% | 43

Unavailability of Clear and standardized criteria of 2 47% |41 95.3% | 43 100%
recruitment

Nepotism 5 11.6% | 39 90.7% | 43 100%

Shortage of Human resource officer 5 11.6% | 39 90.7% | 43 | 100%

External challenges during internal recruitment 43 | 46.2% | 50 53.8% | 93 100%

Source: own survey data, 2024
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4.1.53. Internal challenges during selection process

Respondents were asked to state the major internal challenges during the selection process.
24 (25.8%) of the respondents revealed that there were challenges during internal selection
process. Among those respondents, 6 (25%) of the them revealed that there were no clear
and standardized criteria that help to select candidates during selection process. 5 (20.8%) of
the respondents also revealed that there was nepotism; managers were pushed the human
resource department to select candidates without using selection criteria. 6 (25%) of them
revealed that the candidates unable to read and write during written test. In addition, 3 (12.
5%) respondents also revealed that the candidates did not have confidence during written
test and interview and 9 (37.5%) of them agreed that some candidates had the problem

related with language problem.

Table 8: Challenges of internal selection in GOPSC in Addis Ababa, Ethiopia 2024.

Statement of challenges during internal selection Level of agreement
Yes No Total
N 15% N % N %

Lack of clear and standardized criteria to select internal 6 25% 18 75% 24 100%
candidates

Underestimate security job 5 20.8% |19 79.2% | 24 100%
Unable to write and read during written test 6 25% 18 75% 24 100%
Lack of confidence during test and interview 3 125% |21 87.5% |24 100%
Language problem 9 375% |15 62.5% | 24 100%
Challenges of internal selection process 24 25.8 69 74.2 93 100%

Source: own survey data, 2024
4.1.5.4. External challenges during selection process

Respondents were asked to state the major external challenges during the selection process.
41 (44.1%) of the respondents revealed that there were challenges during external selection
process. Among these respondents, 13 (31.7%) of the them were agreed that there were no

clear and standardized criteria that used for select recruited candidates. 11 (26.8%) of the
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respondents revealed that there was nepotism during selection candidates; some managers
forced officer to select based on their proposal rather than the selection criteria. 5 (12.2%) of
them agreed that there were challenges; some candidates did not able to read and write
during written test. In addition, 6 (14.6%) of the respondents revealed that some candidates
did not attain during interview and written test. 22 (53.7%) of them were agreed also some
candidates did not able communicate due to language problem. 11 (26.8%) of the
respondents revealed that there was problem related with incomplete document. In addition,

5(12.2%) of them agreed that there was false document of candidates during selection.

Table 9: Challenges of external selection in GOPSC in Addis Ababa, Ethiopia 2024.

Statement of challenges during external selection Level of agreement
Yes No Total
N % N % N %
Lack of criteria to select staff from candidates 13 [ 317 |28 70 41 100%
Nepotism 11 26.8 30 73.2 41 100%
Unable to write and read during written test 5 12.2 36 87.8 41 100%
Lack of confidence during test and interview 3 7.3 38 92.7 41 100%
Lack of communication due to language problem 22 53.7 19 46.3 41 100%
Incomplete document 11 26.8 30 73.2 41 100%
Unable to attained during test and interview 6 14.6 35 85.4 |41 100%
Provide false document 5 122 | 36 87.8 |41 100%
Challenges of external selection process 41 | 441 52 55.9 93 100%

Source: own survey data, 2024

4.1.6. Findings of the interview

All respondents to the interview were male. Among those, the majority of 7 (58.3%)
participants were over 35 years old. 10 (83.3%) of the respondents had above five years of
work experience in the GOPSC. And nine (75%) of them were heads of the human

resources department.
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Respondents were asked questions that was considered in assessing practice of recruitment
and selection process as well as challenges that face during recruitment and selection of
employees in GOPSC. Seven different interview questions were presented namely: source
of recruitment; method of attraction of job applicants; recruitment and selection policy;
challenges during internal recruitment; challenges during external recruitment; challenges

during internal selection and external selection.

According to the findings of the interview, “what source of recruitment does the
organization consider to fill the vacant position?” Most of the respondents (66.6%) agreed
that source of recruitment to fill the vacant position was advertising using public notice
board; recommendation using friends, families and co-workers; electronics media such as
telegram channel and mass media; and job seekers comes on their own to apply. Some of
the respondents (20%) also explain that source of recruitment was private agency, and
newspaper. Based on the findings of survey of recruitment practice, statement six indicated
that the organization plan did not give equal chance and opportunities to competent
employees during recruitment. Because findings of interview showed that recruitment was

done through family, friendship and acquaintances, not vacancy advertisement.

Respondents also asked what the organization often uses to attract applicants for a vacant
position. Most of the respondents (41.6) revealed that Grade one private security company
often use better salary and benefits (such as house allowance, transport and medical fees) to
attract applicants for vacant position. The rest respondents also stated that organization use
training, providing standard and quality uniform, implement of good governance, give

priority who are working at military institution to attract applicants for vacant position.

According to the findings of interview, “what are challenges of recruitment and selection
practice in grade one private security company?”” 50% of the respondents stated that most of
job applicants were from outside of Addis Ababa because job seekers in Addis Ababa look
to underestimate security job. Due to this grade one private security company recruit job
seekers who came from outside Addis Ababa. Those employees had a problem related with
language problem, unable to provide Addis Ababa city identification, not adapting quickly

to the environment, unable to provide surety and distance between job and their house
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(because they rent house out of the city). Some respondents who held interviews also stated
that job applicants were unable to provide complete documents such as educational
credential, work experience, release from their previous organization and surety. They also
explained that the job applicants provide false documents. The above challenges might be
due to gap of implementation of standardized recruitment and selection practice. The survey
also indicated that most of recruitment and selection practice was not fully implemented.

According to the interview held with staffs of Grade One Private Security Company
regarding availability of policy of recruitment and selection, 33.3% of the respondents were
stated that there was policy of recruitment and selection procedure and fully implemented,
41.7 % of them stated that there was policy of recruitment and selection process but not
fully implemented, and 25 % of them also stated that there was no policy of recruitment and
selection procedure. According to the findings of this interview, 80% of respondents agreed
that the organization had both plan and policy of recruitment and selection with different
level. Similarly, the survey report indicated that there were plan and policy of recruitment

and selection, whereas the organization did not follow implementation of both and policy.

Furthermore, among respondents who were asked that challenges that face organization
during internal and external recruitment and selection procedure. Among the responds of
participants, there was no competent job applicants, they were physically poor and unable to
provide revenant work experience. Because, 41.6% of the respondents stated that competent
underestimate job of security. 58.3% of respondents among those who were interviews
stated that there was lack of attention of government for privet security services. Similarly,
the survey indicated that during recruitment process qualification of the job did not properly
state. In addition, the respondents of the survey agreed that recruitment practice did not led

to recruit competent staff.
4.2. Discussion

In order to maximize the possibility of employing people who will propel the company to
new heights, the human resources department must follow a number of steps in the

recruitment and selection process(Alonso, 2013).
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4.2.1. Recruitment practice

Successful human resource planning should identify human resource needs (Hannabuss,
2002) A well planned and well managed recruiting process is essential high-quality
applicants (durai,2010). The next step is recruitment. Recruitment is discovering of potential
candidates for actual vacancies (Hannabuss, 2002). Every organization has its own
recruitment policy. Recruitment policy is the guiding principle that governs human resource
practice relating to recruitment (Durai, 2010). A methodological recruitment policy can

ensure availability of suitable people at the appropriate time (Durai, 2010).

Similarly, Grade One Private Security Companies had recruitment plan and they also had
both policy and procedure of recruitment. However, these organization did not follow policy

and procedure of recruitment process.

Merely placing an announcement or employing professional agencies to recruit applicants
does not complete the recruitment process. There are several important steps involved in the
whole process. These steps in detail, such as HR planning, determination of strategy,
evaluation of the resource of recruitment, implementation of recruitment methods and
strategy, and feedback and control (Durai, 2010). But this study showed that monitoring
and evaluation did not perform during recruitment process. This study was consistent with
study that conducted Oromia reginal state, west showa zone reported that the recruitment
and selection process was not monitored to ensure fairness and transparency (Alemayehu &
Deressa, 2019).

4.2.2. Selection practice

The basic tasks of human resource management is selection of the right individual for the
right position at the right time to carry out the activities of an organization in the most
efficient way (Durai, 2010). Once the applicant’s pool is prepared, the next step for the
human resource department is to implement the predetermined selection process in order to
select the best candidate for the job. The aim of this process is to finally end up with

candidate best suited for the vacant job. The organization must be able to distinguish the
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applicants who are most likely to perform well as employees from the others who are less
suitable (Durai, 2010).

As a recruitment practice, a properly planned selection process is required for appointment
of suitable persons (Rouhi, 2014). Similarly, the finding of this study revealed that grade
one private security company prepared selection plan and they had both policy and
procedure of selection. The managements of grade one security company have awareness
about policy and procedure of selection and they provide orientation of employees. But the
management did not follow the implementation of policy and procedure of selection
process.

The aim of selection is to assess the suitable candidates by predicting the degree to which
they will be able to carry out a role successfully. It involves deciding on the degree to which
the characteristics of applicants in terms of their competencies, experience, qualifications,
education and training match the person specification. It also involves using this assessment
to make a choice between candidates Selection methods consist of application forms,
interviews and reference (Anonim, 2015). There are the differences in the abilities,
aptitudes, interest, and personality of traits of individuals, it is essential to measure these
differences effectively and accurately to determine their suitability for the job. This may be
done with the help of selection tests. The term test is used here as a standardized measure of
behavior of the applicants (Durai, 2010). But the finding of this study revealed that first

grade security company did not implement written test to select staffs from candidates.

Once the human qualities essential for the successful performance of a job are identified, the
next step is to determine the serious of tests to be undertaken to measure these qualities.
While choosing the tests, the reliability, validity, and relevance of the results of the tests are
important considerations (Durai, 2010). But, first grade security company did not use
criteria relevance to select competent employees and most of the respondents agreed that
there were no written tests. Even if there were tests, it did not relate with job specification of

prospective employees.

Having decided the human traits to be measured, the types of tests and the success criteria,

the next step is to administer the test to the candidates. The candidates may be outsider
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seeking employment in the organization or the existing employees looking for promotion.
As far as possible, the testing conditions must be near normal(Durai, 2010). But finding of
this study revealed that the written test approach was not comfortable in first degree private

security company.

The selection interview is one of the most widely used means of collecting necessary
information about applicants. In fact, it is indispensable part of any selection procedure. It
provides opportunity for the employer to have face to face interaction with the candidates.
And also, it is used for gathering information that has not been collected through other
selection tools. The organization may require one or more interviews for applicants,
depending upon the nature and the number of vacancies (Durai, 2010). However, the finding
of this study showed that first degree security companies did not use standardized interview

to select potential employees among candidates during selection.
4.2.3. Challenges of recruitment and selection practice

Some studies that conducted both at regional and national level reported that there were
internal and external challenges both in recruitment and selection process like limited
resource, inefficiency, unviability of labor in the market, expensiveness of advertisement
and job holders were not properly stated on the vacancy advertisement, brain drain, high
labor turn over, scarcity of skills and expertise in the labor markets cost associated with
recruitment, competition, lack of human resource planning, geographical location of job,
and use of information technology, big number of job applicants, expectation about job, and
delay of feedback of interview (Zinyemba, 2014), (Melkamu & Mary’, 2021), (Sreenu &
Vijaya Shanthi, 2016), (Ntunga et al., 2022), (Alemayehu & Deressa, 2019).

Whereas, this study revealed that challenges of both internal and external recruitment and
selection process such as wage and salary policy; providing incomplete document;
providing false document; unavailability of clear and standardized recruitment criteria and
nepotism, distance between job site and employees home, providing incomplete or false
document (educational credential, work experience, unable to provide Addis Ababa

identification, shortage of human resource officer in the department, lack of clear and
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standardized criteria to select the candidate, illiterate (unable to read and write), and lack of

confidence during test or interview, and underestimating security job.
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CHAPTER FIVE
5. SUMMAY, CONCLUSION AND RECOMMENDATION

5.1. Summary of Major Findings

The main aim of this study was to examine practices and challenges of recruitment and
selection at 16 Garde One Private Security Companies in Addis Ababa. Based on the

following research results are presented as follows.

The study revealed that 62 (66.7%) and 61 (65.6%) of the respondents agreed that Grade
One Private Security Companies had an employee's recruitment plan and policy of
recruitment procedure, respectively. Similarly, the majority of respondents, 54 (58%) and 65
(69.9%), agreed that Grade One Private Security Company had an employee's selection plan

and policy of selection procedure, respectively.

Whereas the finding of this study indicated that 53(56.9%) and 48 (51.6%) of the
respondents agreed that Grade One Private Security Company did not follow plan of

recruitment policy and selection policy, respectively.

67 (72%) and 58 (62.4%) Participants of Grade One Security Companies also respond that
the organization did not monitor recruitment and selection process to ensure fairness and

transparency, respectively.

The study also indicated that 61 (65.6%) of the respondent agreed that the qualification of
requirement of the job did not state properly on vacancy announcement. In addition, 53
(56.9%) of the respondent agreed that the organization did not state duties and
responsibilities on vacancy announcement properly. 63 (67.7%) of the respondents revealed

that the organization use convenient and accessible media to advertise recruitment vacancy.

According to the finding of the study, majority of the respondent agreed that the

organization did not use test and interview to select the employees.

The study also investigated challenges that was related with recruitment and selection

procedure in Grade One Private Securities Companies. According to the study identified
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challenges such as: salary and wage policy; incomplete or false documents; unavailability of
clear and standardized criteria to recruit and select employees; nepotism; distance between
job and employees’ house; language problem; shortage of human resource officer;

underestimate job of security; and lack of government attention to private security services.
5.2.  Conclusion

The study focused on practice and challenges of recruitment and selection of grade one
private security companies in Addis Ababa, Ethiopia. Recruitment and selection process are
a vital and indispensable issue to build competent business. Because the success of any
organization depends on the quality of their employees that have been recruited in to the

organization through recruitment and selection process.

Based on the finding of this study, the following conclusion were made. Even if Grade One
Private Security Companies had both plan and policy of recruitment process, the
organization was not followed and monitored the implementation of plan and policy to
ensure fairness and transparency of recruitment process. This may lead to the staff to bias,
corruption and deployment of incompetent candidates. And this condition also created

pressure on selection process.

Even if Grade One Private Security Companies had both plan and policy of selection
process, the organization was not followed and monitored the implementation of plan and
policy to ensure fairness and transparency of selection practice process. This may lead to
bias, corruption and deployment of incompetent staffs. Generally, the study concluded that
recruitment and selection practice of Grade One Private Security Companies in Addis

Ababa were not effective.

According to the respondents of the interview, there were some internal and external
challenges which observed during recruitment and selection process which directly affected

accomplish the objectives and probably led to recruit and select inappropriate employees.
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5.3.  Recommendation

Based on the above conclusion, the following recommendation are forwarded. To improve

recruitment and selection practice of private security company:

e Managers of private security companies should establish a team of experts that will
monitor the overall recruitment and selection process based on the plan and policy of
recruitment and selection.

e Managers of private security companies should prepare well-structured recruitment
and selection policy in which job descriptions and specifications should be
incorporated.

e The government that was licensed and inspected private security company should
develop national standards of licensing and inspection that help to ensure quality
security forces in the private security company.

e Managers of private security company should identify and evaluate the gaps that
influence recruitment and selection process of private security business.

e Managers of private security companies should anticipate internal and external
challenges in the recruitment and selection process and devise strategies to address
them.

e Managers of private security companies should forecast internal and external
challenges of recruitment and selection process that may face them and design
strategies how to tap these challenges.

e Managers of Private Security Companies should use vacancies through accessible
communication media for job applicants who have the minimum requirements.

e Managers of Private Security Companies should have to clearly define the

recruitment and selection specifications in the recruitment and selection process.
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Appendix A: Questionnaire Form in English Version

ST. MARRY UNIVERSITY SCHOOL OF GRADUATE STUDIES MA IN BUSINESS
ADMINISTRATION (MBA) DEPARTMENT OF GENERAL MANAGEMENT MBA
PROGRAM

Questionnaires to be filled by Employees of Private Security Company

Dear respondents; This questionnaire is designed to collect data on the recruitment and
selection practice in GOPSCs which will be used as an input for a thesis in partial
fulfillment of General MBA. | assure you that, all your responses will be kept in absolute
confidentiality and you will not be held responsible for the research outcome. Therefore,
your genuine, frank and timely responses are quite vital to determine the success of this
study. So, | kindly request your contribution in filling the questionnaire honestly and

responsibly

Thank you in advance for your cooperation!
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SECTION ONE: PERSONAL DATA

INSTRUCTION: - ENCIRCLE THE LETTER OF YOUR CHOICE

. Gender
e Male 1
e Female L]

. Age years

Educational Level
e Lessthan certificate [___]
e Certificate C 1
e Diploma ]
e Degree 1]
1

e Second degree
. Work Experience

Position of work
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SECTION TWO: GENERAL QUESTION
INSTRUCTION: - PUT THE [V] MARK IN THE BOX PROVIDED.

The following statement relates to the general recruitment and selection practice of your
organization. Please indicate your level of agreement/disagreement by ticking [\] in the box

for your exact feeling based on the scale below.
N.B: - 1= Strongly Agree 2= Agree 3= Neutral 4= Disagree 5= Strongly Disagree

PART I: RECRUITMENT PRACTICE QUESTIONNAIRE FOR PRIVATE
SECURITY COMPANY

s.no | Statement on recruitment practice Scale
1 12 |3 4 |5

1 The organization prepare recruitment plan.

2 The organization have police and procedure on recruitment of
employees.

3 The organization follow police and procedure on recruitment of
employees.

4 The organization provide orientation on recruitment of the
employees.

5 The organization monitored recruitment process to ensure
fairness and transparency.

6 The recruitment plan gives equal opportunity to recruit potential
employees.

7 The recruitment practice led to recruit competent staff.

8 The recruitment process is quick and applicants are informed on
time.

9 The qualification requirements of a job always properly state on
vacancy announcement.

10 Duties and responsibilities of the job holders are properly stated
on the vacancy advisement.

11 The organization use convenient and accessible media to
advertise recruitment vacancy.

12 The recruitment is satisfactory.
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PART 2: SELECTION PRACTICE ASSESSMENT QUESTIONNAIRE

s.no | Statement on selection practice Scale
3 |4

1 The organization prepare a plan for the selection process.

2 The organization have police and procedure on selection of
employees.

3 The organization follow police and procedure on selection of
employees.

4 The management have awareness police and procedures on
selection of employees.

5 The organization provide orientation on selection of the
employees.

6 The organization monitored selection process to ensure fairness
and transparency.

7 The selection criterion relevance to select competent employees.

8 The election process of organization follows a merit-based
principle.

9 The organization give equal opportunity for potential employees
during selection.

10 | The selection practice led to select competent employees.

11 | The organization use written test to select potential employees
among candidates during selection.

12 | The organization use interview to select potential employees
among candidates during selection.

13 | The organization clearly define candidates’ specification of
selection process.

14 | Interview and written test approach during selection comfortable.

15 | The written test for selection of candidates is related with job

specification.
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PART 3: CHALLENGES RELATED WITH RECRUITMENT AND SELECTION
PRACTICE

1. What are internal challenges in implementation of recruitment procedures?

2. What are external challenges in implementation of recruitment procedures?

3. What are internal challenges in implementation of selection procedures?

4. What are external challenges in implementation of selection procedures?

50



PART 4: INTERVIEW QUESTIONS ON RECRUITMENT AND SELECTION FOR
MANAGEMENT BODIES AND HUMAN RESOURCE STAFFS

1. What source of recruitment does the organization considers for filling a position?
2. What does the organization often use to attract applicants for a position?

3. Does the organization have a clear recruitment and selection policy and procedure

(and process)?
4. What are internal challenges in implementation of recruitment procedures?
5. What are external challenges in implementation of recruitment procedures?
6. What are internal challenges in implementation of selection procedures?

7. What are external challenges in implementation of selection procedures?
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Appendix B: Questionnaire Form in Amharic Version

N$LNT MCLI RINCA T

PEUL PP TTPUCT h&A

P14 PN SCEF PANTELC Wt PTF PR IPA APME ST

@8 +AFLPT: LU OOMLS P+HHIBEM NIA MNP LB+ N PADTY PAL+HET Sm(
@$F PIRAMRA AT oCeh, ANLCY N+ARANT doZ8 AMANAN ALY P32 AN+8LC
FUCtT PATE 894 AR P P Mm-A y@-: AR PRPR JRART N&E-I° TAMNLPTT
RT1MMNE ATZIIMAY: NAHUT PHUT 5+ AGIANY PACNP @$FP JPAR NmIe
ANEAL NARPE AOMBET N&T1F AT NIALIT NARA™AR PNNAPT ANHPHP A8 LLCTH

NFUHT ATMESAT:
DA FNNCP AN LMY AEM@ATAY!
U0 NTHANGC
NAN €M C: 0911 420143
ARN ANNT ATE&P
NEA AT1E: PHAFLD M4 Ud

1. 8+ ove [ At ]
2. Agm, Qo

3. PHIRUCT 228

nactehF NFF [ NChERT )
AT ] pangans e 8¢, ]
UA+E 8,974 (]

4. NHU BCEF @D et PG APR oo

5. NHU &CEF AUT PAF PNE YALYT
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NEA UAT: A ULA $C YLF PNAL+HET JRAMA F9Ns N+ AN+ PN
mmMmesF

PON+AD AOMLP NECETP AMPAL PM-NMNG PM-6 PALTE PIPAGDA AWAC IC
PagHam e APy ANNPFT NHU NFT NAD- ARARHE oL CF dBAZF PAJRIRYT MELgP
PAMRAMAYE: AaR 3P (V) FPART NAME AR NTIFPC PADAN+:

1= NMJ® AANTITIRE 2= KANTITHIRT 3= APAN PATIRT 4= ANTHIMALT 5= NMI° ANTITHAL-

+.¢ | YARPF Aht

11234

1 ECE+ PAG+ET DL 12T FPATRA APLE PHISA:

2 L8+ PALTET FPAMRA N+HAAN+ 7A NG ANGC AAD-:

3 CB+ PALTET ML JRAMRA N+PAN+ PAGTY 7ANT ANGCTY ENtAA:

4 PECE+ AMLLC NWEHETF $HC N+HARANF NARIIDITR A Mek, BAMA:

5 PECE+ PNAR ATRLC &TYR AT “1A87T7T ATILITD PIRAMDA Y L+7
2nFtAd:

6 PIRAMRA 0P8 APID PATMT N&t+BF AMPIMC A+DESLPTF AtA AW
2AMA=

7 PEMC NG Nk Ne-+PTT ATREME PHTFAA:

8 PEMC Lo+ NHAANE AATANTT NP+ LIARA:

9 PgRAdRA dpanHE @A CHF UALH A&T P MNFmeP AR NThRA
L7109

10 PAGT 4 NFPT +INCT JALTFTT N+HIRAN+ NMNFDE LM AL NHCHG
£TAR

11 ECE+ PIRAMA A&TF PNe NFT ATN+PODP 9°F AT +LLA T8 PPT
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£Mmeas

12 PIRADDA Y RF AN, 1M-::

N&EA NNT: PAM- ULA $C LLF PNL+EF 9oCen, FINé N+ AN+ e+HIS,
MmMme St

P N+tA® PMEP NECETP AMPAL N+MPAMA Age AL+EF dbhhd papge/m
AWGC JC PTHARe ALY ANDAET hHU NFTF NAG- ARAPHE aRA( CF apAZt PhIRIRYT
mLgD PAMDAMAYE N EPY (1) TRANT NADE AL NAIFC PADAR+:

1= NMJ® AANTIIRE 2= RANTYIRIRT 3= ADAN PATIRT 4= ANTRTAL-T 5= NMI°
ANTTAL-

+.¢ | YA PT Aht

1 ECE+ AND- ULA $DC @PF IPCenT NHAPANT APE £HIBA =

2 ECE+ NHAATA AL+ F aPnd AdRIRUR 7A NS ANGC AAD-:

3 ECE+ PAGTRT PIPCER 7ANT ANGC +INGR PRCIA

4 PECE+ PAM- URA ANTSLEC N&A NARLNT PHARAMRA Ag+dF aphng
PgRCem/PaRgRlen, 77A NG ANGC NTAPANT S1THN AAT R

5 ECE+ ATMRAMA APT PAOMIMNTT ALY N+MPART 7AR
PLRLAATFTPA:

6 PECE+ AORGC PIRCER, LB+T &TYRITHT 1A8%TT ATILITD At
LRCIA:

7 NSt PATFDT NL+ETF ATRIRLA PIRCanM- AONL CF ATINNTF AAD-:

8 PIRCem Lok NNPT AL P+aRAL+ PARGR/ MY APCUT RNtAA:
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9 PIRCER, LR+ APATR AHARATRA AARANTT PaDdD/m Ahhd AL £AMA:

10 A2N PAM ULA dpgn/en, ANdl4 NHORAMA Ag+@F dphhd Ne
NetEFY AT8.00/M- PATAA:

11 ECE+ N9°Cen, LLT Nh+aeAdRAT ddhnd AdRIRlm PRU& £+9
EMeTe\:

12 | eCB+ NIPCem, LOF NHARAMD AT dDNA AGRIR/ M f F+CAM £MPTHA:

13 | N9eCen 1ot MPIR AR P MAM HCHE NLCTH ARG N&tETF N146
RIARA:

14 NICsby L 2F ATMBEBLPF PPA-TPMELS AT PRU& £ T AdldA TOF M-

15 ARPTT AdRge/y PO AMM- PRU& £+5 NAg PR HCHC +9NCs
YALTF JC P+ P PH T

NEA AéT: PAM ULA $C YLT PAL+PF PAMAG IoCen TN
N+aAh+ P+HIE AOML ST

NECEFTP PNGHE PPMC MPT PACTRT JRPATRAT JoCeb, ANG-C N+APAN+ hHU NFF
PPt MPRPTF LAPAN::

1. N&CE+ NAAD NLLD PALTET JRPAMRA Y84 M&PF PO PIMma™- +98P$F
goY ey T M?

2. N&CE+ @, NTLLY PALTET JRPAMRA Y2F MPF PO PImdD +9)8¢F
goy ey S FM-?
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3. N&CE&+ @AM N+aPAA Ags N&+EF ®nhnd NE+HST A HCAD @H+
AORGR/ M PaY P IMAD +9)8°HF gOY &Y TFM?

4. NECE+ @ N+HAMA AdePT ahnd NE+ST ATHCA® OH+ AL+
AODGD/ M PO P JMAD: +0) 8 P$F g Y TFM-?

h&A APNT: PANFTBLC ANAT AT PAM- Y2A N&t+PF ML PIRPARAST IoCan,
AL PPA OMEP D PEPF
1. &CE+ PG LN AARA-AT 907 G B5%F PIRAMRA JOYehe M- PR ADAN+D-?
2. ZCE+ AN NF ARANTTY ATRAN NH 1 92 LMPTIA?
3. ECE+ 1A% PUT PIRAMRA AT 9oCen, 7AN, AT ANGC (AT 18F) AAD-?
4. NFRARA L% TN @-ND T FICTF Ak?
5. NFPAMRA 4L5F FIN¢ AL I°F M-60, R +18CFF AN?
6. NI°Csky, LLHTF MDD T FICF AA?

7. NIRCeR, LE%T FoING DN 9o 65, P +918C+TF AA?
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