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This research study concerns recruitment and selection practices in parastatal bodies. Parastatal 

bodies are established statutorily under the aegis of Ministries/Departments as executive arms 

of Government with specific goals and objectives. They act as instruments of public policy for 

promoting economic and social development and other national objectives. Their scope of 

operation encompasses infrastructural, industrial, agricultural, commercial, cultural and social 

sectors. Each parastatal body is managed by a statutory board which sets the policies and 

direction of its operations. The executive arm is responsible for the execution of policy 

decisions and day-to-day management of the organisation. 

This chapter describes the purpose, objectives and scope of the study. It also provides the study 

design and methodology adopted. 

1.1    Recruitment and Selection 

For many people, the first contact with an organisation often starts with the recruitment process. 

The aim of any recruitment exercise is to appoint the most suitable person for the job. 

Recruitment and selection is an area of decision-making that requires thorough attention, 

accompanied by best practice guidelines to ensure that risks of corruption and unfair practices 

are minimised. A Best Practice Guide (BPG) “Recruitment and Selection in Parastatal Bodies” 

was launched in August 2008, by the Independent Commission Against Corruption (ICAC) to 

promote best practices in human resource management based on the principles of 

accountability, transparency, ethics and integrity.  

The principle that posts are filled on the basis of merit is fundamental to the recruitment and 

selection of employees. To ensure that the most suitable person is selected, public bodies need 

accurate information about the skills, training and qualifications of applicants and requirements 

of the posts. 

If recruitment and selection processes are questionable or corrupt, then public bodies are 

unlikely to be able to recruit or retain the best employees. It is essential that favouritism, 

nepotism, and other conflict of interests do not influence recruitment and selection 

processes. The slightest doubt can create and fuel a perception of malpractice or corruption that 

becomes difficult to dissipate subsequently. 

A sound recruitment and selection process is based on the following key values: 

 

 Impartiality: all stages of the recruitment process must be conducted impartially and 

objectively 

 Accountability: those involved in the recruitment process must be accountable for all 

their decisions and must ensure that  proper records are kept to support those decisions 

CHAPTER ONE: 

 

INTRODUCTION  
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 Transparency: the factors impacting on decisions about recruitment and selection 

must be clear to those involved. The process by which decisions are made must be 

transparent, while also maintaining confidentiality with regard to information 

pertaining to applicants. 

 Integrity: recruitment and selection practices must be carried out in accordance with 

the best practices, rules and code of conduct. 

1.2    Rationale for the Study 

Parastatal bodies are responsible for the recruitment and selection of employees for their 

respective bodies. Some parastatal bodies have adopted good human resource practices. 

However, this function is perceived as an area that is highly prone to corruption and 

malpractices. The principle of selection by merit is vital in public sector recruitment. High 

standards of integrity and probity as well as increased transparency and accountability in 

recruitment systems, procedures and processes are crucial towards the principle of merit. Also, 

many complaints have been received at the level of the ICAC on alleged or suspected cases of 

corruption or malpractices in the recruitment process in parastatal bodies. This is an area where 

there is a high perception of corruption. 

This study analyses the recruitment and selection process and practices in parastatal bodies. It 

also recommends measures to secure the revision and revamping of methods of recruitment 

and selection that may be conducive to malpractices. These measures are expected to reinforce 

integrity of system, procedures and practices.  

1.3 Objectives  

 

The objectives of the study were to: 

 

 gather information/views from parastatal bodies pertaining to recruitment and selection 

 examine the practices and procedures regarding recruitment and selection in order to 

facilitate the detection of any alleged situations of abuse or malpractice 

 recommend corrective measures to eliminate opportunities for abuses,  malpractices and 

corruption 

 dissipate the high perception of corruption in this area.  

 

1.4 Methodology  

The methodology adopted is described below: 

1.4.1 Desk Review and Information Search 

Complaints received at the ICAC with regard to recruitment and selection in parastatal bodies 

were scrutinised to identify the alleged or perceived problem areas.  
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1.4.2 Personal Interviews 

Personal interviews were conducted in 25 parastatal bodies selected at random using two 

structured questionnaires to collect information and evidence.  

1.4.3 Corruption Prevention Reviews  

The ICAC is mandated under Section 20 of the PoCA 2002, as amended, amongst others to 

examine the practices and procedures of any public body in order to facilitate the detection of 

acts of corruption and to secure the revision of methods of work or procedures which may be 

conducive to corruption. Observations made during the conduct of previous Corruption 

Prevention Reviews (CPRs) have also been considered in this study. 

 

1.5  Structure of the Report 

The report is structured into three chapters as follows: 

Chapter One: Introduction 

Chapter Two: Findings and Analysis 

Chapter Three: Recommendations  

 

 

 

****** 

 

 

 

 

. 

 

 

 

 

 



                                                            Research Study on Recruitment and Selection Practices in Parastatal Bodies  

 

4 
 

 

 

 

 

This chapter presents and analyses data using both primary and secondary sources on the 

recruitment and selection process in parastatal bodies. Primary data was collected from two 

structured questionnaires, one meant for the Human Resource (HR) Department whilst the 

second one was used for the interview of a member of staff of the organisation. The aim of the 

survey questionnaire was to better understand the recruitment and selection practices in 

parastatal bodies and to identify risks of corruption. Secondary data in the form of complaints 

received at the ICAC over the years and system weaknesses identified in CPRs were also 

analysed.  

2.1 Secondary Data   

Secondary data were obtained from two sources, namely: 

(i) complaints received at the ICAC; and  

(ii) findings from CPRs conducted on recruitment and selection  

 

2.1.1 Complaints Received at the ICAC 

Complaints relating to recruitment and selection on alleged corrupt conduct have been received 

at the ICAC over the last 10 years. An analysis of the complaints reveals various types of 

corrupt conduct/malpractices. They are classified under the following captions: 

 Favouritism 

 Bribery 

 Influence 

 Conflict of interests 

 Abuse of office. 

 

Details of complaints are provided at Appendix I. 
 

2.1.2     Corruption Prevention Reviews on Recruitment and Selection 

CPRs examine system and practices in public bodies and make recommendations to eliminate 

opportunities for corruption. The ICAC has conducted a number of CPRs on recruitment and 

selection in public bodies. Appendix II illustrates some of the main system weaknesses 

identified in CPRs on recruitment and selection in parastatal bodies and the associated 

corruption risks. 

 

CHAPTER TWO: 

 

FINDINGS AND ANALYSIS  
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2.2 Structured Questionnaire- HR Department/Section 

The structured questionnaire targeted a senior representative of the HR department and 

comprised questions dealing with the following issues: 

 Management Commitment  

 Advertisement of Posts 

 Application Process 

 Screening  

 Shortlisting 

 Interview 

 Selection 

 Conflict of Interests 

 Corruption Risks  

 Ethics and Integrity 

 Best Practice Guide on Recruitment and Selection 

 Suggestions  

The objectives of the survey questionnaire with the HR Department/Section were to: 

 better understand the recruitment and selection practices in parastatal bodies 

 identify corruption risks in the recruitment and selection process 

 gather views/comments from parastatal bodies pertaining to strategies to eliminate 

malpractices/abuses/corruption. 

 

2.3 Structured Questionnaire – Staff  

A member of the staff from different grades was chosen at random in each organisation. The 

questionnaire administered sought to obtain their perception on corruption relating to the 

recruitment and selection processes in parastatal bodies. 

The objectives of the survey were to: 

 gauge the perception of corruption/malpractices in the recruitment and selection 

practices in parastatal bodies  

 gather views/comments pertaining to strategies to eliminate 

malpractices/abuses/corruption.  

 

2.4  Findings from Primary Data  

The findings of the survey from the HR Department or personnel are presented below. The 

findings from the structured questionnaire from staff other than HR are provided as from 

paragraph 2.4.9. 
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2.4.1 Management Commitment  

Responsibility to promote transparency, control and fairness in the recruitment and selection 

exercise to eliminate corruption risks rests with the Board, management and interview panel. 

Hence, the role of management is very important. 

 

Survey Results 

 

Figure 1: Responses as to whether the organisation has a written recruitment policy and 

procedures, a recruitment plan and an equal opportunity policy 

 Written Policy and Procedures on Recruitment and selection  

A policy is a statement of agreed intent that clearly and plainly sets out an organisation’s views 

with respect to a particular matter. 

 

 It is a set of principles or rules that provide a  direction to an organisation 

 Policies assist in defining what must be done 

On the otherhand, a Procedure/Practice is a clear step-by-step method for implementing an 

organisation’s policy or responsibility. 

 

Parastatal bodies must define in writing the policy and procedures that apply to recruitment 

and selection and other HR matters to facilitate decision making during recruitment. Responses 

gathered indicate that 48% of organisations have written policy and procedures pertaining to 

recruitment and selection whilst 52% do not. This is illustrated in Figure 1.  
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 Recruitment Plan 

As per the survey, the recruitment plan of organisations is generally included in the annual 

budget plan. However, findings revealed that 76% of them have a recruitment plan as shown 

in Figure 1. 

 Equal Opportunity Policy  

40% of the organisations have an Equal Opportunity Policy in line with the Equal Opportunities 

Act 2008. Those organisations ensure compliance with the policy as follows: 

 Responsibility to ensure compliance with the Equal Opportunity rests with management 

 The best candidate is selected on the basis of merit.  

 Those organisations abide by guidelines issued by the Equal Opportunities Commission. 

  

2.4.2 Advertisement of Posts 

Advertisement of posts  

According to the survey, 64% of respondents state that job vacancies are advertised and are 

opened to the public. Results are depicted below:  

 

Figure 2: Responses as to whether all posts are advertised  

 

 Post not Advertised 

Interviewees reported that vacancies for lower grades posts such as general workers, drivers, 

and telephonists, amongst others, are not advertised. Instead, they draw from a list obtained 

from the Youth Empowerment Programme (YEP), National Empowerment Foundation or 

Ministry of Labour, Industrial Relations and Employment or even direct applications which are 

received and kept in a database for eventual recruitment. 

Yes

64%

No

36%

Yes
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 Advertising Media Used 

60% of respondents stated that vacancies are advertised through a combination of website 

and newspaper (Figure 3 below). 

 

 

Figure 3: Advertising media used by parastatal bodies to invite applications 

 

2.4.3 Application Process 

Identifying corruption risks and malpractices within the application process is important for 

corruption prevention. During the research, organisations were asked whether:   

 

 any standardised application form is used 

 applications received are opened, recorded, dated and filed on the same day they are 

received 

 received application forms are sequentially numbered, referenced and dated. 

 information of  received applications was kept in the form of a database 

 acknowledgement letters are sent to applicants 

 late applications are considered. 
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Figure 4: The application process 

 

 Use of Standard Application Forms 

92% of the organisations indicated that they use standard application forms whilst 8% of them 

do not. Results are illustrated in Figure 4. 

Those organisations not using a standard application form accept letters from interested 

candidates or draw from a list obtained from the National Empowerment Programme, YEP or 

the Ministry of Labour, Industrial Relations and Employment.  

 

 Processing and Referencing of Applications Received 

68% of respondents indicated that received applications are processed on the day they are 

received whilst 32% are not. Moreover, 88% of applications forms received were sequentially 

numbered, referenced and dated whilst 12% do not. Results are shown in Figure 4. 

 Database 

Regarding the question whether all applications were kept in the form of a database for better 

transparency, 88% of organisations responded positively whilst 12% of them acknowledged 

that they do not have any database. This is shown in Figure 4. 

92%

68%

88%

88%

24%

8%

32%

12%

12%

76%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Use of standard application form

Whether received applications are
opened,recorded,dated and filedon the day of receipt

Whether applications forms received are sequentially
numbered, referenced and dated

Whether applications are kept in the form of a
database

Mechanism to acknowledge receipt of applications

No Yes



                                                            Research Study on Recruitment and Selection Practices in Parastatal Bodies  

 

10 
 

 

 Acknowledging the Receipt of Applications 

Only 24% of the organisations surveyed send an acknowledgment letter to applicants while 

76% of them do not. 

 Late Applications 

92% of interviewees stated that late applications received are not considered for the recruitment 

and selection exercise. Late applications are considered in case of scarcity. 

Applications that are received after the closing date/ time are dealt with, as follows: 

 They are kept separately in a box. 

 They are kept in a separate file and a database is created. The envelope also is kept as record 

for future reference. 
 Late applications are labelled ‘late submission’. The Staff Committee is informed. 
 Envelopes with late applications are not opened but filed with stamp dates mentioned on 

envelopes. 

 
2.4.4 Screening  

Organisations were asked whether there is a segregation between the screening and the 

shortlisting process. For better accountability in the screening process, the survey questionnaire 

sought to find out who was:  
 

 in charge of the screening exercise 

 responsible for devising the screening criteria 

 responsible for approving the outcome of the screening process 
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Figure 5: The Screening Process 

 Demarcation between the Screening and Shortlisting Process 

 

60 % of the organisations interviewed do make a distinction between screening and shortlisting 

whilst 40% of them do not make any demarcation. This is illustrated in the Figure 5.  

 

 Responsibility for the Screening Process 

The person/department/section responsible for the screening process in parastatal bodies is 

from the following: 

 HR Department 

 Secretary to the Board 

 Corporate Services Division 

 Committee or staff appointed by Management or the Board 

 

 Screening Criteria and approval of the Screening Process 

Respondents have been unanimous in acknowledging that the screening criteria are set by 

reference to the Scheme of Service. The outcome of the screening process is approved by one 

of the following: 

 Board 

 HR or Staff Committee 
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 Checklist or Worksheet Used to Assist in the Screening Process 
 

Only 72% of the organisations surveyed use a worksheet or a checklist in the screening process.  

 

 Recording of Information and Documents in the form of Database 

 

It is encouraging to note that more than three quarter (84%) of the organisations interviewed 

make use of a database to record all necessary information and documents concerning those 

who have been screened. Results are shown in Figure 5. 

 

 Screening Report 

 

In 88 % of cases, a report is prepared after the screening exercise. 

 

 

2.4.5 Shortlisting 

The objective of shortlisting is to determine a cut-off point below which candidates must not 

be interviewed. The shortlisting criteria is derived from the job description or advertisement. 

In some parastatal bodies, it is the Head of the organisation or the HR Manager who approves 

the list of shortlisted candidates. In other cases, it is the Board that approves the list while in 

others it is the HR or Staff Committee. 
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Figure 6: Responses as to whether shortlisting information is documented in the form of 

a database and whether a shortlisting report is prepared 

 

 

 Shortlisting Information Documented in the Form of a Database 

 

84% of organisations document the shortlisting information in the form of a database. Results 

are shown in Figure 6: 

 

 Preparation of report   

 

72 % of organisations prepare a report on the shortlisted candidates. 

                      

2.4.6 Interview 

The purpose of the interview is to establish how well each candidate meets the selection criteria 

and the requirements of the post. It helps to identify the most suitable candidates from the 

shortlisted candidates with due regard to the advertised post. Members of the interview panel, 

who should be knowledgeable and experienced, have the responsibility to assess the relative 

merit of the applicants.  

 

 Conduct of Interviews 

The findings have revealed that interviews (100%) are conducted prior to the appointment of 

staff.   
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 Use of Transparent  Interview Tools  

92% of organisations use checklists and scoring grids as interview tools. Results are illustrated 

in Figure 7 below:  

 

 

Figure 7: Responses as to whether an interview checklist and scoring grid is used for the 

interview 
 

 Proper Records for the Interview Process 

Findings revealed that all parastatal bodies do keep records of the interview process and the 

scoring grids are signed by all panel members. 

2.4.7 Selection 

Parastatal bodies make their selection on the basis of the markings obtained during the selection 

exercises. It is the Board that approves the appointment.   

2.4.8 Conflict of Interests 

Conflict of interests is a criminal offence, punishable under Section 13 of the PoCA 2002, as 

amended. Management needs to understand that the issue of conflict of interests requires urgent 

attention. Situations of conflict of interests can arise at any stage of the recruitment and 

selection process.   
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68% of organisations surveyed affirmed that they have a policy requiring public officials 

involved in recruitment and selection to disclose in writing any interests in the recruitment and 

selection exercise. Figure 8 below illustrates the results:  

 

Figure 8: Responses as to whether the organisation has a policy on declaration of 

conflict of interests 

 Ways of Declaring Situations of Conflict of Interests  

Situations of conflict of interests are declared in one of the following ways: 

 A form is filled by HR Committee and is kept in the file  

 Committee members declare their interests verbally and this is recorded by the 

Secretary of the committee. 

 The officer informs the Chairman of the Committee and this is recorded in the  minutes 

of proceedings or included as a clause in the final report of the interview 

 The officer concerned uses the model conflict of interests declaration form developed 

by the ICAC to declare his/her interests and does not participate in the recruitment 

exercise. 

 Prior to the interview, the list of candidates is shown to the interview panel. If ever there 

is any conflict of interests, the member concerned has to declare his/her interests and 

abstain from taking part for that specific candidate only.   

 An email is sent to the Director-General/ Officer-in-Charge. 

16 % of the respondents stated that despite the fact that they declared their interests, 

nevertheless they participated in the recruitment exercise. Results are shown in Figure 9. 
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Figure 9: Responses as to whether public officials participate in the recruitment and 

selection exercise after declaring their conflict of interests 

 

2.4.9 Corruption Risks  

All parastatal bodies are exposed to corruption risks. These risks can exist at all levels of the 

recruitment and selection activities.  
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Figure 10: Views of respondents on corrupt/malpractices in the recruitment 

and selection practices in parastatal bodies 

 

 Views on Malpractices/Corrupt Practices in the Recruitment and Selection Process 

Recruitment and selection exercises have been the subject of many complaints at the ICAC. 

Respondents were thus asked about malpractices/corrupt practices in the recruitment and 

selection processes in parastatal bodies. 32% answered in the affirmative whilst 36% answered 

‘no’ and 32% answered ‘don’t know’.  Results are shown in Figure 10.  

Moreover, members of staff (not staff involved in the Human Resource Department) were 

asked if they thought that there are corrupt practices in the recruitment and selection process in 

parastatal bodies. 40% believed that there are corrupt practices in the recruitment and selection 

process in parastatal bodies while 56% answered negatively. Results are illustrated in Figure 

10.  However, when asked whether they felt that the recruitment and selection process in their 

organisations was transparent, 88% replied positively. This is shown in Figure 11.  
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Figure 11: Responses as to whether employees feel that the recruitment and selection 

process in their organisation is transparent 

 

 Risks of Corruption in the Recruitment and Selection Process 

Organisations surveyed were also asked about the risks of corruption in the recruitment and 

selection process. The majority of respondents highlighted more than one corruption risk. 

Corruption risks that were most often cited are favouritism and influence (72%).  Results are 

illustrated in Figure 12.  

 

Members of staff not involved in the HR Section were also asked the same question. It is noted 

that the trend is similar to the above where favouritism and influence are considered as the 

major corruption risks. Results are as shown below. 
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Figure 12:  Responses as to the risks of corruption in the recruitment and selection 

process 

 

 The Recruitment and Selection Stage which is More Prone to Corruption  

 

Respondents gave more than one answer for this question. Results are depicted in Figure 13. 

80% of respondents in the HR personnel think that the most fertile ground for corruption is the 

interview and selection stages. This is confirmed by findings from staff not involved in HR 

(68%). The main reason resides in the fact that members of the interview panel can get easily 

acquainted. The issue of ‘silent agreement’ among members of the panel was also put forward 

by respondents.  Such acquaintance can be the main impetus to favour a particular candidate 

to the detriment of others.  
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Figure 13:  Responses as to which recruitment and selection stage is more prone to 

corruption 

2.4.10 Code of Conduct/Code of Ethics  

Public officials assigned by parastatal bodies to recruit staff are performing a very important 

duty. They should therefore observe stringent ethical rules at each stage of the recruitment 

process to prevent malpractices from occurring. Hence, adherence to a code of conduct/ethics 

is an important means to promote integrity amongst staff.  52% of the organisations interviewed 

(Figure 14) stated that they have a code of conduct or code of ethics within the organisation.  

 

2.4.11 Best Practice Guide on Recruitment and Selection 

 

The BPG on Recruitment and Selection in Parastatal Bodies, prepared by the ICAC is an 

important and effective tool to assist management and Human Resource staff in promoting the 

principles of transparency, accountability and fairness for any specific recruitment exercise. 

Organisations were asked whether all staff of the HR Department were aware of the contents 

of the BPG on Recruitment and Selection prepared by the ICAC.  64% of organisations reported 

(Figure 14) in the affirmative.  
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Figure 14: Responses as to whether the organisation has a code of conduct/code of ethics 

for its staff and whether HR personnel are aware of the contents of the Best Practice 

Guide on Recruitment and Selection 

 

2.4.12 Suggestions  

Respondents were asked to provide suggestions for an effective recruitment exercise that would 

eliminate the risk of abuses/malpractices/corruption. Suggestions were received from both HR 

personnel and staff other than HR personnel. These suggestions are provided at Appendix III. 

On the other hand, respondents from the HR personnel were also requested to give their 

views/opinions on the setting up of an Independent Body for carrying out the recruitment and 

selection exercises for parastatal bodies. The data obtained are at Appendix IV.  
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2.5     Analysis of Findings  

This part analyses data obtained from both primary and secondary sources with respect to the 

key values of a sound recruitment and selection process. 

Impartiality 

It is noted that the recruitment process in parastatal bodies is well established. However, 40% 

of staff surveyed still think that the recruitment and selection exercises in parastatal bodies are 

not free of corrupt practices. They have also argued that the elements of meritocracy, 

transparency, accountability and good governance do not always prevail in all recruitment and 

selection exercises.  

On the other hand, personnel from the HR department have identified certain systemic 

weaknesses. They have argued that there is often an absence of proper policy, procedures and 

guidelines for recruitment and selection.  

Accountability 

From the questionnaire survey, it is noted that many parastatal bodies keep records of the 

recruitment and selection process. These comprise a list of applications received, screening 

report, shortlisting report and interview results among others. However, in one of the CPRs 

conducted on recruitment and selection in a parastatal body, the marking sheets used to record 

marks allocated to candidates during the interview could not be produced.  

The survey conducted with HR personnel has provided some important suggestions on ways 

and means of increasing accountability in the recruitment and selection process. Some of these 

are:  

 Records and documents on the recruitment process must be signed. 

 Report and mark sheets must be signed with pen instead of pencil. The reports and mark 

sheets must be submitted on the same day as the interview instead of being kept in the 

custody of members of the interview panel. 

 Dissenting views on the interview panel must also be recorded. 

 Interviews must be recorded using an electronic device.  

Transparency 

Lack of transparent procedures in recruitment and selection can create and sustain a perception 

of corruption in parastatal bodies. Employment in parastatal bodies are often effected from a 

list of candidates provided by the YEP, National Empowerment Foundation or the Ministry of 

Labour, Industrial Relations and Employment. However, management of parastatal bodies 

must ensure that the recruitment process is fair and transparent at all times.  
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Integrity  

To promote the culture of integrity in the recruitment and selection processes in parastatal 

bodies, it is important that these be carried out in line with best practices. The Equal 

Opportunity Policy is a requirement as per Section 9 of the Equal Opportunity Act 2008, as 

amended. It is worth noting that, at the time of the survey, 60% of parastatal bodies had not yet 

developed and adopted an Equal Opportunity Policy in line with the above Act.  
 

Moreover, managing situations of conflict of interests with regard to recruitment and selection 

is crucial as it is a criminal offence under the PoCA 2002, as amended. The survey has revealed 

that 32% of parastatal bodies do not have a policy on managing situations of conflict of interests 

while 16% added that despite the fact that they declared their interests, they nonetheless 

participated in the recruitment and selection exercise.  

A code of ethics is also an important tool in enhancing integrity as it increases awareness of 

ethical issues and guide decision making.  48% of respondents reported that they do not have 

a code of ethics. 

Another important issue which may compromise integrity in parastatal bodies is the risk of 

corruption. It is noted with concern that both the HR personnel and staff of parastatal bodies 

interviewed have rated favouritism and influence as the main corruption risks in the recruitment 

and selection process. Complaints received at the ICAC confirm the above.  

Perception of Corruption 

Recruitment and selection is an area of activity where the perception of corruption is high. 

Parastatal bodies are thus called upon to conduct their recruitment activities with a high 

standard of professionalism and ethics. Management has an important role and responsibility 

to play with regard to the implementation of sound recruitment practices for ensuring fairness 

and accountability so as to deter any perception of favouritism or malpractices.  

Perception of corruption can be very harmful to a parastatal organisation. Such a perception 

may impact on the organisation’s reputation resulting in a loss of public confidence. Ensuring 

that the recruitment process is performed in all transparency definitely helps to prevent the 

organisation from being stereotyped.  

 

***** 
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The Government aims to re-organise and reform the public sector to make it more productive, 

transparent, accountable and customer friendly. In the Government Programme 2015 -2019, 

the Government has clearly pointed out its commitment for a transparent and merit-based 

recruitment and appointment policy to ensure meritocracy. The process of recruitment and 

selection in parastatal bodies comprises numerous risks such as abuse of office, favouritism, 

trafic d’influence and conflict of interests amongst others. This study presents the following 

recommendations to eliminate or mitigate some of those risks by integrating key values namely 

impartiality, accountability, transparency, meritocracy and integrity in the process. The 

recommendations proposed took into consideration the suggestions received from parastatal 

bodies. 

 

1. Written Policy and Procedures on Recruitment and Selection  

 

Parastatal bodies must come up with a written policy and procedures on recruitment and 

selection, taking on board the applicable Pay Research Bureau (PRB) report, relevant laws and 

other related documents. Once developed, these should be approved and communicated to 

prospective applicants, employees and other stakeholders. 

 

2. Promoting Accountability in the Recruitment and Selection Exercises 

 

It is important that the principle of accountability is maintained in recruitment and selection 

exercises at all times and in this respect parastatal bodies must: 

 

 ensure that reports submitted by the Screening Committee, Shortlisting Committee and 

Interview  Panel are duly signed by all members 

 keep good records of recruitment and selection process.  

 

3. Job Advertisement  

 

In line with the policy of the organisation and as far as possible, vacant posts should be 

advertised to attract the right candidate/s for the post. Parastatal bodies must ensure that the 

elements of transparency, accountability, integrity and fairness are present at all times in the 

recruitment and selection process including for the filling of vacancies from the list obtained 

from the National Empowerment Foundation or the Ministry of Labour, Industrial Relations 

and Employment or YEP. 

 

 

CHAPTER THREE: 

 

RECOMMENDATIONS  
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4. Improving HR Practices  in Parastatal Bodies 

 

Parastatal bodies must: 

 

a. use standard application forms that contain questions pertaining to the requirements 

of the job in terms of skills and experience required for the post;  

b. not entertain  late applications as it creates and sustains a perception of corruption 

in the recruitment and selection process; 

c. issue the appointment letter immediately after the decision to recruit someone is 

taken. This will prevent any form of favouritism  or use of influence; 

d. upload on its website the names of the selected candidates and his/her 

qualifications; 

e. adopt the best practice guide on recruitment and selection developed by the ICAC; 

f. integrate empowerment sessions for its officers and Board Members on corruption 

related issues in its staff development plan.   

 

5. Equal Opportunity Policy  

 

Parastatal bodies must develop and adopt an equal opportunity policy in line with Section 9 of 

the Equal Opportunity Act 2008, as amended. Such a policy is important as it: 

 

i. provides guidance to employers on how to prevent discrimination at work and achieve 

equality of opportunities in the field of employment; 

 

ii. helps employers who have duties and obligations under the Equal Opportunities Act 

2008 to understand their responsibilities and rights; 

 

iii. helps employers prepare and apply an equal opportunity policy at work with a view to 

minimising risk of discrimination; and 

 

iv. helps employers promote recruitment, training, selection and employment on the basis 

of merit in relation to its employees or prospective employees. 

 

6. Code of Conduct to Promote Staff Integrity 

 

A Code of Conduct is a central component of any compliance and integrity structure. Parastatal 

bodies must develop and disseminate a Code of Conduct for its staff that will help to promote 

a common perspective towards ethical behaviour within the organisation. 

 The Code of Conduct should be: 

 duly approved by the competent authority  
 

 well disseminated to all employees  through training  imparted at all levels 
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 affixed in strategic places within the organisation and uploaded on the organisation’s 

website. 

 

The Code of Conduct must also highlight the sanctions for non-compliance  

 

7. Managing Situations of Conflict of Interests 

 

Parastatal bodies must develop and communicate to all parties concerned clear policies and 

procedures to manage situations of conflict of interests. They must ensure that public 

officials involved in recruitment and selection:  

 

 can recognise any situation of conflict of interests  

 disclose in writing any conflict of interests that may arise   

 shall not participate in the decisions in line with Section 13 of the PoCA 2002, as 

amended 

 keep record of situations of conflict of interests. 

 

8. Counteracting Abuse of Power and Internal and External Pressures 

 

Public officials need to be empowered on corruption offences focusing on Section 4 to 17 of 

the PoCA 2002, as amended. They should be reminded that they are duty-bound to report any 

suspected acts of corruption they come across to the ICAC as per Section 44 of the PoCA 2002, 

as amended. 

 

9. Implementation of the Public Sector Anti-Corruption Framework 

 

Parastatal bodies must adopt a proactive and risk-based approach to eliminate the risks of 

corruption in the recruitment and selection process. This can be done through the 

implementation of the Public Sector Anti-Corruption Framework (PSACF).  The PSACF will:  

 

 strengthen the institutional capabilities of the organisations through the establishment 

of appropriate preventive mechanisms to assess and eliminate corruption risks.  

 assist parastatal bodies in adopting a strategic approach in the fight against corruption. 

It includes the development of an anti-corruption policy, implementation of anti-

corruption strategies, evaluating them independently and improving the existing 

infrastructure.  

 help to eliminate the perception of  corruption in the recruitment and selection process. 

 

10. E-recruitment  

 

Parastatal bodies may consider E- recruitment as a means to combat corruption/malpractices. 

E-recruitment means using internet for recruitment services. Three main techniques used in e-

recruitment are:  
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 Advertising on job portals. 

 Building a recruitment section on the organisation's website.  

 Screening the database of candidates on applications received. 

E-recruitment has the potential to: 

 reduce human intervention in the recruitment and selection exercises 

 speed up the recruitment cycle and streamline administration 

 allow organisations to make use of IT systems to manage vacancies more effectively 

and co-ordinate recruitment processes. This will help to minimise the risks of corruption 

 reduce recruitment costs 

 reach a wide pool of applicants 

 help handle high volume job applications in a consistent way. 

The overall objective of E-recruitment is to reduce human intervention in the recruitment and 

selection process and this will eventually help to reduce the risks of influence and favouritism.  

 

11. Setting–up of an Independent Body for the Recruitment and Selection of Employees 

in Parastatal Bodies 
 

With a view to promote fairness and transparency, the ICAC recommends the setting up of an 

independent body which would be responsible for the whole recruitment and selection exercise 

of parastatal bodies. Considerable resources are used by parastatal bodies to conduct 

recruitment and selection exercises. The members and chairperson of the independent body 

should be free from political affiliation and it should be vested with legal powers to perform 

the recruitment functions. The independent body must instill high standards of integrity, 

transparency, fairness and accountability in the recruitment and selection exercises of parastatal 

bodies. 

 

This measure will: 

 streamline the discretionary powers of Ministries or Ministers in recruitment and 

selection exercises with respect to parastatal bodies 

 help to eliminate any perception of corruption  

 promote a transparent and merit-based recruitment and appointment policy to ensure 

meritocracy in line with paragraph 9 of the Government Programme 2015-2019 

 

12. Appeal Tribunal for Employees of Parastatal Bodies  

 

An aggrieved candidate has the possibility to have recourse to Judicial Review in case he/she 

is not satisfied with the decisions of a public body. However, such an appeal mechanism: 
 

 is not widely known to public officers given its complexity  

 is costly  

 takes time. 
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Presently, the Public Bodies Appeal Tribunal (PBAT) has jurisdiction to hear and determine 

appeals from public officers appointed by the Public Service Commission and the Local 

Government Service Commission pertaining to an appointment exercise or to a disciplinary 

action taken against that officer. Employees of parastatal bodies cannot have recourse to the 

PBAT to express their grievances. We recommend that a Parastatal Bodies Appeal Tribunal be 

set up to allow public officials in parastatal bodies to avail themselves of similar recourse as 

with the PBAT or the scope of the PBAT be extended to include employees of parastatal bodies.  

 

 

*****



 
 

 

 

 

 

Category 
 

 

Details of Complaints 
 

 

 

Favouritism 

 

 

 

 

 Favouring a public official with a promotion 

 Public officials recruited without the appropriate 

qualifications 

 Recruitment  of public officials without an advertisement for 

vacant posts 

 Heads of public bodies have recruited members of their 

families in the organisation 

 A person was offered a post in a public body despite the fact 

that he/she did not turn up for the interview 

 Persons with political backing are recruited without 

undergoing any interview 

 Favouring the recruitment of acquaintances  

 Management of the public body  has tailor-made a post to 

favour one person 

 A public body changes its rule every time there is an interview 

to favour the selected candidates who have strong political 

support 

 Offer of a post in a public body despite the fact that there is no 

vacancy 

 

Bribery 

 

 Offer of gratification to facilitate recruitment in the public 

body 

 Offer of bribe in return for offer of the job 

 

 

Influence 

 

 External influence to recruit a particular candidate 

 Use of pressure or threat to remove a public official from 

his/her post or to appoint a person 

 “Trafic d’influence” by the HR Manager 

Appendix I 

Categories of Complaints Received on Recruitment and Selection at the 

ICAC 

 



 

 
 

 Political influence for the recruitment for a particular post at 

the public body 

 

Conflict of Interests 

 

 The HR Director appointing a close relative to a post in the 

public body 

 Public officials participating in the recruitment process of 

close relatives without disclosing their interests 

 Public official  taking part in a Committee to approve the 

renewal of contract of employment of a close relative 

 Public official conducting the  interview of his/her sister 

without disclosing his/her interest 

 

Abuse of Office 

 

 Heads of organisations using office to favour  certain 

candidates during the recruitment process 

 Public officials have used their office to call candidates known 

to them for interviews and even forming part of the interview 

panel.  

 Use of office to favour persons in their good book with 

promotion 

 A public body has recruited a person without following proper 

procedures, with no interview or Board approval 

 

 

 

 

 

 

 

 

 

 

 



 

 
 

 

 

System Weaknesses 

 

 

Corruption Risks 

Absence of written policy and procedures on 

recruitment and selection 

Risk of unjustified recruitment of staff 

against gratification 

No mechanism to address situations of 

conflict of interests. 

Conflict of interests  

No records regarding formal requests to fill a 

vacant post from the Head of Department 

concerned 

Abuse of office to favour a candidate 

No formal Human Resource Plan Risk of political, administrative and personal 

favouritism in recruitment of staff 

No advertising for recruitment of a worker Bribery for informing particular job seekers 

about unadvertised vacancies 

A proper master list of applications received 

was not maintained 

Abuse of office 

Applications received after the closing date 

were kept in a separate file but were not 

marked ‘Late’ 

Influence to recruit a particular candidate 

Absence of transparency, accountability, 

consistency and objectivity was noted in the 

screening and shortlisting exercises. The 

criteria used to shortlist applications were not 

properly recorded and available 

Favouritism 

The outcomes of the screening and 

shortlisting exercises were not properly 

recorded. The reasons for decisions and the 

identity and signature of the officer 

performing the screening/shortlisting 

exercise were not available 

Influence being exercised to cause a 

particular candidate to be shortlisted 

 

Abuse of office 

There was no code of conduct for staff  Conflict of interests 

Reports on the recommendations of the 

interview panel were not available 

Risk of tampering with the interview result 

to favour a candidate 

Appendix II 

Findings of Corruption Prevention Reviews  

 



 

 
 

 

The measures proposed by interviewees for a more effective recruitment exercise that would 

eliminate the risk of abuses/malpractices/corruption are as follows: 

a) Suggestions from HR Department/Section 

 All organisations should have a recruitment plan and set timeframes for filling of posts.  

 Parastatal bodies must establish policy, procedures and guidelines for the recruitment and 

selection processes. The policy must be available on the website of the organisation and 

communicated to all staff. 

 All parastatal bodies must have a standard policy and procedures on recruitment. Selection 

must focus on anti-corruption principles. 

 There is a need for written policies for dealing with situations of conflict of interests and 

equal opportunities. 
 Parastatal bodies must be guided by ‘Best Practices on Recruitment and Selection’. 
 All vacancies must be advertised for the general public. 
 Create an independent body to cater for recruitment in parastatal bodies 

 Record the proceedings of interviews by an electronic device. 

 All records in files and documents must be signed and maintained for better accountability. 

Dissenting views must also be recorded. 

 Independent members should form part of the interview panel. The panel should exclude 

representatives of parent Ministry. 

 A representative of the HR Department must be in attendance during interviews and the 

criteria and weightage for ratings should be set by management and subsequently approved 

by the Board. 

 Use of a scoring assessment grid by each member of the interview panel. 

 Report and mark sheets (duly signed and marked with pen instead of pencil) of the 

interview panel should be finalised and submitted to the representative of the HR 

Department on the same day as the interview exercise is held instead of being kept in the 

custody of members of the interview panel. 

 Technical persons of a concerned section/department should be in attendance in an 

interview exercise. 

 A declaration to be made by members of the interview panel that: 

a) they had no conflict of interests; 

b) they would maintain confidentiality and; 

c) the interview exercise has been  carried out in all fairness. 

 The composition of the Staff Committee and the interview panel must be different. 

 Independent officers need to participate in the screening process. 

Appendix III 

Suggestions for an Effective Recruitment Exercise 



 

 
 

 For certain categories, especially for high caliber posts, the recruitment must be done by a 

recruitment agency. 

 Integrity check must be carried out before appointing a person. 

 The result of the selection exercise should be accessible to the candidates. 

 There must be standard criteria for evaluation of the candidate during the selection exercise. 

 There must be a right of appeal. 
 At each stage of the recruitment and selection exercise, there must be segregation of duties. 

 The public body must adhere to set job requirements as laid in the advertisement. 

 For certain posts, there is a need for a written examination to test the aptitude of the person, 

his/her general knowledge and character. 

 The ICAC must conduct more CPRs in parastatal bodies. 

 The internet can be used for recruitment and selection in parastatal bodies. 

 

b) Suggestions from Staff 

 

 There should be supervision from an external party. For example, external auditors need to 

be involved during the recruitment and selection process to ensure fairness and 

transparency. 
 There must be an independent member from the private sector on the interview panel.  
 There is a need to raise awareness on ethics for management, Board members and sub 

committees. 

 The elements of meritocracy, transparency, accountability and good corporate governance 

should prevail in all recruitment and selection exercises. 

 There should be no political influence in the recruitment and selection exercises in the 

parastatal bodies. 
 An audit should be carried out to assess the interview exercise in terms of transparency, 

accountability and fairness. 
 The interview exercise must be carried out by a committee independent of the Board and 

management. Members of the Board or management should not be part of that committee. 

 Management of the parastatal body must ensure compliance with policy and procedures. 

 There must an internal audit of the recruitment and selection exercise. Any malpractice 

must be reported to the Board. 

 There should a multi-stage test for the selection of the best candidate. 

 

 

 

 

 

 

 

 

 



 

 
 

 

Parastatal bodies gave their views regarding the creation of an independent body to carry out 

the recruitment and selection of personnel for all parastatal bodies. The results are as shown in 

the figure below. More than half of the respondents informed that it would be a good thing if 

such an independent body was created whereas 4% of the respondents did not wish to give their 

views on the setting up of such a body. The table provides the reasons which respondents gave 

in favour of the setting up of the independent body and those against it. 

 

 

Responses regarding the creation of an independent body to carry out the recruitment 

and selection of personnel for all parastatal bodies 

 

Arguments in favour of the Independent 

Body for the recruitment and selection 

exercise 

Arguments  not in favour of the 

Independent Body for the recruitment 

and selection exercise 

 There must be a person from the 

parastatal body on the interview panel 

 

 It will bring consistency transparency, 

judicious use of public funds and reduce 

the perception that public bodies are 

corrupt 

 

 Each organisation  has its own mandate 

 

 It will not be transparent and practical 

 

 Each parastatal body must have 

autonomy guided by its Board of 

Directors for the recruitment of its 

employees 

 

Agree

56%

Not Agree

40%

Neutral

4%

Agree

Not Agree

Neutral

Appendix IV 

Independent Body to carry out the Recruitment and Selection Exercise 

 



 

 
 

 It will bring about equal opportunity just 

like the Public Service Commission 

 

 It will help to eliminate the risks and 

perception of corruption/malpractices 

 

 It is a laudable initiative 

 A private recruitment agency is better 

 

 It can be difficult to recruit the 

appropriate candidate for the parastatal 

body 

 

 The parastatal body is best suited for the 

recruitment 

 

 It will delay the recruitment exercise. It 

is not efficient and effective, especially 

when recruiting persons with technical 

skills 
 

Argument in favour or against the setting up of an independent body for the 

recruitment and selection process in parastatal bodies 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


