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Abstract
When do politicians in developing democracies prioritize meritocratic recruitment over patronage hiring for public sector jobs? I distinguish between menial and professional positions
and argue that the former are valuable for sustaining party machines, while manipulating the
latter can undermine state performance. Accordingly, politicians will interfere to ensure their
co-partisans are hired to menial positions but select professional bureaucrats based on meritocratic criteria. I test my argument using novel bureaucrat-level data from Ghana (n = 17,942)
and leverage a change in the governing party to investigate hiring patterns. The results suggest that partisan bias is confined to menial jobs. The findings shed light on the mixed effects
of electoral competition on patronage identified in prior studies: competition may dissuade
politicians from interfering in recruitment to high-ranked positions, but encourage them to
hire partisans for low-ranked positions.
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Whether civil servants are hired based on merit or political criteria has broad implications
for state capacity and the overall health of democracy (O’Dwyer, 2006; Grzymala-Busse, 2007;
Geddes, 1994). Patronage recruits are likely to be less competent and also not essential to the
running of the state. This type of hiring can place an unnecessary strain on the public purse, and
undermine investment in other vital areas, such as capital infrastructure. It can also perpetuate a
broader clientelistic political economy. Once hired, co-partisan bureaucrats can help politicians
allocate scarce public resources in sub-optimal ways.1 Partisan appointees may also worsen the
provision of public services (Colonnelli, Prem and Teso, 2017) and increase levels of corruption
(Oliveros and Schuster, 2018).
Given these high stakes, it is important to understand when politicians in developing
democracies are more likely to rely on meritocratic versus partisan recruitment. Prior research
has not been able to adequately address this question because, by using changes in legislation to
signal the onset of meritocracy (Geddes, 1994), it treats the concept of meritocracy as dichotomous.
Other research similarly assumes the question away by portraying post-colonial states as neopatrimonial, a situation in which all public sector jobs are often assumed to be distributed politically
(Bayart, 1993; Chabal and Daloz, 1999; Van de Walle, 2001).
Despite this dominant narrative, in practice most countries lie on a continuum between
complete meritocracy and wholesale partisan interference (Grindle, 2012). I build on this insight
and consider when the benefits of patronage hiring are outweighed by the costs. I theorize that
the costs of non-competitive recruitment vary across public sector positions, and therefore that
politicians may support meritocratic recruitment for some posts and actively interfere in hiring for
others. Meddling in hiring for professional positions, such as budget analysts, engineers, and planning officers, is costly to politicians. It can hurt incumbents electorally because it can impact state
performance. In contrast, interference in low-ranking public sector jobs, such as sanitation officers,
laborers, and security guards, poses a lower risk to state performance. Furthermore, politicians can
1 See

Golden and Min (2013) for a review of the literature on distributive politics and partisan

bias in the allocation of public resources.
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award low-ranked positions to party brokers in order to sustain party machines. In many developing countries party brokers lack the necessary educational background to succeed in high-ranked
positions. In short, incumbent politicians in developing democracies can pursue a dual strategy of
hiring professional bureaucrats based on meritocratic criteria and menial bureaucrats according to
partisan criteria.
To test my argument, I assembly unique data on the universe of over 40,000 bureaucrats
working in 200 local governments in Ghana, a stable democracy in West Africa. Such fine-grained
data from a developing country are often not available or are very hard to obtain, which is why only
a handful of studies has been able to use similar micro-level data.2 Electoral politics in Ghana are
dominated by the National Democratic Congress (NDC) and the New Patriotic Party (NPP). Since
the restoration of democracy, the country’s national elections have become increasingly competitive. The NDC won the 2008 presidential election – the focus of this article – by less than half a
percent.3 In the analysis, I exploit this change in the ruling party to investigate hiring patterns.
The data on bureaucrats include information on the hiring date of each employee. I use the
first term (2005–2008) as a baseline for comparison with hiring patterns in the second term (2009–
2012). My study sample consists of all bureaucrats hired during these two terms (n = 17,942). If
the conventional wisdom of blanket patronage hiring is correct, we would expect the new ruling
party to favor its co-partisans for all positions, at the expense of opponents. The data include
information on bureaucrats’ individual characteristics. In the analysis, I use bureaucrats’ ethnicity
and home region to proxy for their party.4
2 The

empirical study of bureaucratic recruitment in developing countries is a burgeoning field

in political science and economics. Relevant papers include: Hassan (2016); Sigman (2015);
Colonnelli, Prem and Teso (2017); Iyer and Mani (2012); Pierskalla and Sacks (2016); Xu (Forthcoming).
3 The
4 In

NDC won with 50.2 percent of votes, compared to 49.8 percent for NPP.

Section 3.2, I discuss how I infer partisanship from these two variables.
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Disaggregating the data between professional and menial positions, I find no evidence of
partisan hiring for professional positions. Professional recruits also become better qualified over
time, which suggests a preference for competence. Conversely, a change in ruling party is associated with a 10-percentage-point increase in the probability that a co-partisan will be hired to a
menial post. This increase is equivalent to about 635 extra public sector jobs being awarded to
government co-partisans, at the cost of over 3 million USD over a four-year term.5 Because the
data only contain information on local bureaucrats, this bias likely represents a fraction of the aggregate number of partisan hires during the study period. While the analysis does not confirm that
such bias led to the appointment of bureaucrats who were not qualified to take menial posts, it does
suggest that bureaucrats’ identity influenced who the new governing party hired.
My theory suggests that politicians reward party brokers for their support by securing menial jobs for them. I combine quantitative and qualitative data to substantiate this claim. The
qualitative evidence suggests that grassroots brokers in Ghana are motivated to work for parties
in return for material benefits, including public sector jobs. The data also provide evidence of
strategic hiring: politicians allocate more new jobs to districts where brokers attract new voters.
This article makes three contributions. First, the results contribute to the literature on public
sector development. It is one of the first empirical studies in political science to use administrative
data to document trends in public sector hiring practices in developing countries (see also Hassan,
2016; Pierskalla and Sacks, 2016). My theoretical approach also sheds light on what appear to
be inconsistent findings regarding the effect of electoral competition on patronage hiring. While
many scholars assert that competition can promote meritocracy (Geddes, 1994; Ting et al., 2013),
others find that competition can encourage clientelism, and swell the ranks of the public sector
(Pierskalla and Sacks, 2016; Driscoll, 2017; Lindberg, 2003). My theory suggests that electoral
competition may have both of these effects: it may dissuade politicians from interfering in hiring
for high-ranked positions, while encouraging them to recruit partisans to low-ranked positions.
5 The

total number of menial hires between 2009 and 2012 was 6,359. See Table C.1. To

calculate the cost of 635 bureaucrats, I assume a (conservatively low) monthly salary of 100 USD.
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Second, I advance the literature on measuring meritocracy. Past studies have primarily used
either legislation (Geddes, 1994) or surveys of experts or bureaucrats (Kopeckỳ, 2011; Sigman,
2015) to measure this concept. My approach – which combines bureaucrat-level data with a change
in the ruling party – is more objective than survey-based methods. Further, the data allow us to
analyze de facto practices rather than de jure protocols.
Third, I contribute to the burgeoning empirical literature on party brokers (Calvo and
Murillo, 2013; Stokes et al., 2013; Larreguy, Marshall and Querubin, 2016). My work complements prior studies that show brokers often hold public sector positions (Oliveros, 2016), and
advances this literature by considering the types of jobs that brokers are likely to hold.

1

A theory of dual hiring: combining merit and patronage

Governments in low-income countries dedicate about a third of public budgets to bureaucrats’
salaries.6 In African countries, the wage bill is often the government’s single biggest expense: it
represents 55 percent of public expenditure in Kenya, 45 percent in Ghana, and over 33 percent
in South Africa.7 While the seminal literature on the African state suggests that governments distribute most public sector jobs on the basis of political criteria (Bayart, 1993; Chabal and Daloz,
1999), these claims have not been tested empirically since the re-introduction of multi-party elections in the early 1990s. In this article, I develop a theory of when politicians in developing
democracies prioritize meritocratic recruitment over patronage hiring for public sector jobs.

1.1

The benefits to politicians of distributing low-ranked public sector positions to partisans

I propose that the costs and benefits of patronage hiring to politicians in developing democracies
vary according to the type of public sector job. Certain types of jobs are especially valuable to
6 See

Appendix Table A.1.

7 On

Kenya, see Aljazeera (2014), on Ghana see Africa Confidential (2018), and on South

Africa see BusinessTech (2018).
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politicians. In particular, politicians who operate in clientelistic polities will value public sector
jobs that they can award to grassroots party brokers. Awarding jobs to brokers has a multiplier
effect on votes: the politician gains the support of the broker and her clients. US party leaders used
jobs in the postal service and customs houses to build and sustain party machines during the 19th
century (Carpenter, 2001). For example in Chicago, political parties distributed jobs to precinct
captains who worked to get out the vote and dispense private goods to citizens (Wilson, 1961).8
Historical accounts of the US transition towards meritocracy suggest that it took decades
for low-ranking jobs outside the capital to be taken out of the hands of politicians. Patronage was
sustained for most field positions and top administrative jobs in the capital (Skowronek, 1982, 69).
Post offices employing over 50 persons were subject to the Pendleton Act of 1883. However, in
1896 there were still 76,000 fourth-class postmaster positions that were not covered by the act, and
were therefore available for parties to distribute to loyalists (Skowronek, 1982, 72). In contrast,
clerical jobs based in the capital were easy for politicians to give up.
The practice of awarding public sector jobs to those who can mobilize voters on behalf of
the incumbent party has been documented in other contexts. O’Dwyer (2006) argues that in new
Eastern European democracies, citizens were demobilized after years of communist rule such that
mass parties with fee-paying memberships are not possible. He maintains that incumbent politicians instead give public sector jobs to party activists (529). Callen, Gulzar and Rezaee (2018)
argue that politicians in Pakistan provide patronage to doctors because they act as important political mediators in rural areas at election time. An original survey of party brokers in Argentina shows
that 30 percent of brokers have public sector jobs (Stokes et al., 2013, 99). In Africa, scholars argue
8 In

the US, another major benefit of patronage hiring was the contributions (or assessments)

that office holders gave to the party, which constituted 2–10 percent of their salaries (Johnson and
Libecap, 1994, 15).
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that politicians create new local-level units precisely so they can distribute new administrative and
political positions to local brokers (Hassan and Sheely, 2017) and party supporters (Green, 2010).9
While party brokers have significant leadership skills and valuable ties to local elites, in
developing countries they are often not particularly well educated. Indeed, many intermediaries
work for parties for the material benefits they can extract to supplement their incomes (Bob-Milliar,
2012). A survey of grassroots party brokers in Ghana shows that they are “characteristically very
youthful but poorly educated or without formal education" (Bob-Milliar, 2012, 670). Thus politicians can usually only reward them with low-ranked positions.10 Because middle-class citizens
with university degrees have fewer financial incentives to work for parties, they are less likely to
become brokers. In summary, politicians in developing democracies who want to sustain party machines will seek to exercise control over hiring for low-ranking (menial) jobs in the public sector,
which they can use to reward grassroots party brokers.

1.2

The costs to politicians of distributing high-ranked public sector positions to partisans

While the benefits of patronage appointments include the ability to extract loyalty and campaign
work from public officials, patronage hiring also has at least two important costs. First, it can
lead to the inefficient functioning of the state. Second, as the size of the public sector grows,
interfering in recruitment processes becomes increasingly time intensive for politicians. These
costs to politicians are likely to be greater for high-ranked jobs than for low-ranked jobs, which
9 Similarly,

Gottlieb et al. (2018) argue that incumbent parties create new administrative units

to co-opt strong community brokers in areas where the party is not already strong. While they
do not suggest that local government jobs are distributed directly to brokers, they imply that the
incumbent party uses local government units to mobilize votes via community-level brokers.
10 The

jobs that party brokers can reasonably perform will vary according to the country’s level

of development. In richer countries, where the average level of education will be higher than in
poorer countries, brokers may be educated enough to hold mid-ranked positions in the bureaucracy.
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can incentivize politicians to recruit professional bureaucrats on the basis of meritocratic criteria.11
In developing democracies, politicians often retain discretionary control over bureaucrats’ careers,
which they can leverage to influence their work. Such discretion allows politicians to get the best
of both worlds: high levels of competence and loyalty.
As regards state performance, recruiting professional bureaucrats on the basis of partisan,
as opposed to meritocratic, criteria can lead to hiring less competent bureaucrats. Partisan recruits
are likely to underperform their duties and to be more corrupt (Oliveros and Schuster, 2018).
Indeed, meritocratic recruitment has been identified as the most important factor in improving
bureaucratic performance (Rauch and Evans, 2000). Bureaucratic underperformance can lead to
macro-economic instability and the inefficient delivery of public services. Politicians are likely to
be concerned with poor state performance if voters consider government performance when voting.
Evidence suggests that even in relatively clientelistic polities, some voters consider economic management and public service delivery when they vote. The incumbent party’s ability
to deliver on macro-economic policies has been shown to be an important determinant of vote
choice across the developing world, in Africa (Bratton, Bhavnani and Chen, 2012), Latin America
(Roberts and Wibbels, 1999; Lewis-Beck and Ratto, 2013), and Eastern Europe (Roberts, 2008).
Performance voting has also been demonstrated in individual African countries such as Zambia
(Posner and Simon, 2002), Ghana (Youde, 2005; Lindberg and Morrison, 2008; Hoffman and
Long, 2013) and South Africa (Mattes and Piombo, 2001; Ferree, 2006).12 Regarding develop11 Throughout,

I dichotomize jobs into “low ranked" vs. “high ranked." My argument does not

apply to top positions in the public sector such as heads of executive agencies and ambassadors,
which remain patronage appointments in most countries (Fisman and Golden, 2017, 39) Unlike
other public sector positions, these top-tier jobs are usually not subject to tenure.
12 For

example, Posner and Simon (2002) find that “regardless of background, respondents who

expressed dissatisfaction with the economy were 10–15 percentage points less likely to vote for
[President] Chiluba than their more satisfied counterparts" (319). Hoffman and Long (2013) con-
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ment outcomes, voters prefer politicians who deliver local public infrastructure such as roads,
schools, and health clinics (Harding, 2015; Weghorst and Lindberg, 2013; Carlson, 2015).
Electoral pressures on politicians to deliver development, combined with the difficulty of
instituting wholesale meritocratic recruitment practices, can lead politicians to establish bureaucratic “pockets of efficiency" (Geddes, 1994). These national-level agencies operate outside the
federal bureaucracy and recruit personnel on the basis of merit (Geddes, 1994, 61). Applying this
argument to the local level – the empirical focus of this article – politicians may also have an incentive to recruit competent bureaucrats to work in local governments to efficiently deliver local
public goods and services to voters. Given the smaller size of the workforce in local governments,
the marginal value of a highly trained bureaucrat is higher in local government offices compared
to the national bureaucracy.
Politicians’ concerns about the potential electoral reward (or punishment) of better state
performance are likely to be intensified in competitive – or increasingly competitive – democratic
environments. The positive relationship between electoral competition and the adoption of meritocratic reforms has been demonstrated both theoretically (Geddes, 1991; Ting et al., 2013) and
empirically (Geddes, 1994; Grindle, 2012; Ting et al., 2013; Grzymala-Busse, 2007).13 Geddes
(1991) argues that when two political parties are roughly equally popular, it becomes advantageous
for the incumbent to adopt reforms in order to capture the electoral benefits of adopting meritocracy. Grzymala-Busse (2007) argues that robust competition leads to monitoring by opponents. As
clude in Ghana that “demographic and ethnic factors are far less important than respondents’ beliefs about the parties, candidates, the NPP’s performance, and economic conditions" (139).
13 In

contrast to this literature, one can reasonably argue that electoral competition can lead in-

cumbents to prefer an inefficient bureaucracy to an efficient one because, should the incumbents
lose office, their opponent can use a highly efficient bureaucracy against them in the future. However, incumbents must weigh this potential should they lose, to the incentive they have to take
steps to remain in office. In situations where the likelihood of remaining in office is strengthened
by performing well, politicians are likely to prioritize strengthening the state.
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a result, governing parties avoid exploitative state practices to preemptively protect against opposition criticism. In short, electoral incentives can encourage merit-based hiring due to the resulting
gains (or losses) in incumbent vote share.
A second cost to politicians of interfering in high-ranked bureaucratic positions is the time
it takes to distribute and monitor these appointments. Urbanization and industrialization lead to an
increase in the size of the public sector, and bureaucratic tasks become increasingly complex. As
the public sector gets larger it becomes more costly for politicians to manage recruitment processes.
As the number of positions increases, politicians are required to spend more time ensuring that
these positions are filled by loyalists. At some point, the time politicians spend interfering in
hiring processes outweighs the benefits. Scholars of the US have argued that the growth in the
size of the federal labor force was “[the] overriding factor that changed the way in which federal
politicians viewed patronage" (Johnson and Libecap, 1994, 13).
The costs of patronage hiring on politicians’ time are likely to be greater for professional
positions than for menial jobs. This is because politicians can delegate the recruitment of menial
personnel to local party machines, which can identify grassroots brokers who are suitable for these
roles. It may be harder for local machines to identify relevant people for professional positions.
Instead, politicians can delegate the recruitment of professional bureaucrats to other bureaucrats,
who will then organize competitive examinations, develop interview procedures, and establish
minimum qualification standards for each job. After bureaucrats have developed rules for meritocratic hiring it becomes more difficult for politicians to intervene. Such interventions are likely
to be visible, which can generate criticism from other civil servants, political opponents or from
non-governmental organizations, and result in negative media coverage.
Finally, there is an overlooked reason why politicians may have an incentive to prioritize
professional competence over partisan loyalty: politicians often continue to be able to influence the
work of professional bureaucrats even when they do not hire their co-partisans. Empirical research
from India and Ghana suggests that politicians may be willing to allow competitive recruitment for
professional positions because they know they can still interfere in bureaucrats’ careers to influence

9

their behavior (Iyer and Mani, 2012; Brierley, 2017). Despite the existence of highly competitive
examinations to enter the top ranks of the civil service in India, for example, politicians continue
to influence the actions of civil servants through their control over geographic transfers (Iyer and
Mani, 2012; Wade, 1982). Politicians can use transfers, or the threat of transfers, to influence
outcomes such as where new local public goods are placed. This suggests that politicians can
recruit highly educated professional bureaucrats without stymieing their attempts to politicize the
distribution of state resources.
In summary, performance voting incentivizes politicians to develop a preference for hiring
competent professionals. This preference will intensify as electoral competition increases because
small electoral gains or loses become politically consequential.14 Pressure on politicians to delegate bureaucratic recruitment to other bureaucrats will also occur as states become larger and more
complex. Because politicians can delegate the recruitment of low-ranked bureaucrats to party
machines, pressures on politicians will be more significant for high-ranked positions. Finally,
politicians are likely to feel more comfortable delegating recruitment to professional positions to
other bureaucrats because they have additional tools – besides hiring – that they can leverage to
control the work of bureaucrats once appointed. This paper tests the hypothesis that politicians in
clientelistic democracies are more likely to hire public employees on the basis of partisan loyalty
for menial jobs rather than for professional positions.
14 It

could be argued that improving state performance will raise the expectations of voters, who

may then seek to hold incumbents accountable to a greater extent in future electoral rounds. However, in competitive electoral environments where voters have viable alternative options, politicians
will have a limited ability to suppress development outcomes because voters will turn to the opposition. Other scholars have highlighted the existence of a robust opposition as an important factor
driving politicians’ incentives to enhance state capacity (O’Dwyer, 2006; Grzymala-Busse, 2007).
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2

Ghana’s electoral environment and scope conditions of the argument

I evaluate my argument using a novel dataset of bureaucrats who work in local governments in
Ghana. Ghana’s electoral system has supported three peaceful transitions of executive power (in
2000, 2008, and 2016). Two political parties dominate the electoral landscape, the NPP and NDC.
National elections are competitive, and have become increasingly so since democracy was reinstituted in 1992. I focus on the 2008 election, which the NDC won by a margin of less than 0.5
percent of the votes. This election followed two prior elections that saw a significant decrease in
the margin of victory of the presidential victor: while in the 2000 election the NPP presidential
candidate won by a margin of 14 percent, this dropped to 8 percent in 2004.15
My argument of a dual hiring strategy has two central scope conditions. First, politicians
must have a preference to govern a state that functions at least reasonably well. This preference
encourages them to recruit professional bureaucrats based on merit. This preference is likely to
be intensified in competitive electoral environments because the electoral rewards (or punishment)
for delivering (not delivering) economic stability or development have greater consequences; incumbents may be ousted.16 Second, politicians must mobilize electoral support through grassroots
brokers. This condition is likely to hold in developing democracies where parties rely on direct personal contact to rally voters. As organizationally strong political parties are likely to rely more on
partisan as opposed to community brokers (Baldwin, 2013; Gottlieb, 2017), the pressure to reward
partisan brokers with public sector jobs is expected to be higher in countries with organizationally
strong political parties.
Ghana is a case in which there is evidence of performative voting and high levels of electoral competition. Further, both are the two major political parties are organizationally strong and
rely on partisan brokers to mobilize support (Ichino and Nathan, 2013; Bob-Milliar, 2012). As
15 The

NDC won the 2012 election by a margin of 3 percent.

16 High

levels of electoral competition may be present in countries with both stable and more

fluid party systems.
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regards performance voting, many scholars have argued that in Ghana, “popular evaluations of
government performance trump the pervasive tugs of language and tribe" (Bratton, Bhavnani and
Chen, 2012, 30). For example, Lindberg and Morrison (2008) conduct an open-ended survey and
differentiate between evaluative and non-evaluative motivations for vote choice and conclude that
“evaluative voting behavior is by far the most common stance in Ghana." Similarly, Jeffries (1998)
argues that “The basis for the NDC’s victory [in 1996] was laid by its economic and developmental
policies," most importantly the Rawlings’ government’s provision of development projects (205).
The influential role of economic performance on voters’ attitudes and eventual vote choice has
also been demonstrated through quantitative analyses of both the 2000 and 2008 elections (Youde,
2005; Hoffman and Long, 2013).
Political power in Ghana is decentralized to 216 local governments; each has its own District Assembly. Local governments are responsible for the development of districts, including the
provision of basic infrastructure and public works and services. The president appoints a District
Chief Executive (akin to a mayor) to head each local government, in consultation with the local
branch of the ruling party. Thus all mayors are members of the ruling party, regardless of the
partisanship of the majority of voters in the district. Each local government has a political and a
bureaucratic arm. This articles focuses on the bureaucratic arm. Once appointed, local bureaucrats
– in both professional and menial positions – have security of tenure.

3

Dataset of local bureaucrats and measurement

The dataset includes employee-level information of civil servants working in 199 of Ghana’s 216
local governments17 who were in active employment in 2015.18 Over 40,000 bureaucrats are
included in the data. I restrict the analysis to bureaucrats hired between 2005 and 2012, which
17 There

is one local government in each district.

18 These

data were compiled by Ghana’s Ministry of Local Government and Rural and the Local

Government Service Secretariat in partnership with consultants hired by the European Union.
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leaves a total of 17,942 recruits. The mean number of workers per district is 191. In theory, all
local government employees should be included. While the data are as comprehensive as possible,
some gaps remain.19 To analyze hiring patterns, I use information of the date that each bureaucrat
was hired to work in the local bureaucrat. This date reflects the first recruitment date of each
bureaucrat.
All candidates for local government jobs are recruited through a centralized hiring process20 that requires candidates to submit a generic application form to the Local Government Secretariat offices in the capital city, Accra. Candidates can submit these applications at any time,
but many applicants apply following mass-hiring advertisements that the government places in national newspapers. Interviews with staff at the Local Government Secretariat suggest that mass
hiring is the modal type of hiring, as opposed to hiring for individual positions as they become
available.
Candidates applying for positions that I code as professional (planning officers, budget officers, engineers, accountants, and economists) are typically recruited using interviews and exams.
Candidates recruited to menial positions (sanitation officers, laborers, security guards and drivers)
do not sit formal exams. Anecdotal evidence suggests that these candidates are employed through
interviews, as well as upon recommendation from local governments to the national secretariat.
Recommendations from local governments are prone to partisan influence because mayors are
political appointees, and, thus, co-partisan with the national government. In addition to direct recommendations, which likely reveal a candidates partisanship, during the hiring process, politicians
and bureaucrats who engage in recruitment can use informational cues – names and home town
and region – to infer the likely partisanship of each potential new hire.
19 One omission is that the top bureaucrat in a district (the district co-ordinating director) is often

excluded.
20 While

local governments can recruit temporary workers and pay them using their own inter-

nally generated revenues, they are not able to recruit permanent employees.
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3.1

Measuring levels of meritocracy with administrative data

I use the bureaucrat data combined with a change in the governing party to assess patronage versus
meritocratic hiring. If hiring were purely meritocratic, changes in the governing party should not
influence the types of bureaucrats who are hired. Conversely, swings in who gets hired as power
changes hands would indicate non-merit-based hiring. An additional advantage of using administrative data is that it also permits the disaggregation of civil servants across different departments
and different types of positions to investigate which types of jobs or departments are isolated from
interference. This approach thus allows me to assess my theory. One challenge of using administrative data is the need to first code the inferred partisanship of each bureaucratic recruit.

3.2

Coding civil servants’ partisanship

The ideal dataset with which to assess the theory would include the partisanship of each bureaucrat
at the time of hiring. However, the act of collecting such data would implicate the government in
discriminatory practices, and is therefore unavailable. Instead of relying on a partisanship variable,
I use the available data to create two proxies of partisanship. First, I code partisanship using
the ethnic group of each bureaucrat. Second, I use their home region.21 The former approach
complements recent empirical work on bureaucrats in Africa that also uses individuals’ ethnic
group to determine partisanship (Hassan, 2016). The results that follow are robust to using either
measure.22 In the main analysis, I focus on the results based on individual ethnicity as this is
potentially a more precise categorization of individual partisanship.23
21 Home

regions refer to where bureaucrats say they “come from", typically these regions are

where individuals have familial roots.
22 I

replicate the results using home region in the Appendix.

23 For

example, the NPP is dominant in the Ashanti region, which is the most populous region

the country. While 75 percent of the population in the Ashanti region are Akans (who are aligned
with the NPP), 25 percent belong to other ethnic groups. As this example shows, using home
region potentially misclassifies individuals.
14

As ethnicity was not a variable in the bureaucrat-level data, I coded ethnicity based on
the first and last names of each worker. Names were first split into name fragments, which were
then coded into one of seven ethnic groupings by multiple research assistants in Ghana.24 After
matching names to ethnic groupings, I use Afrobarometer survey data to link ethnic groups to
political parties.25 Based on these data I code bureaucrats who are Akans as pro-NPP.26 I code
both Ewe and Northern ethnic groups as being aligned with the NDC.27
As regards the second proxy, I identify party strongholds as home regions where the majority of citizens voted for the same party across both elections I analyze.28 I code pro-NDC bu24 The ethnic groupings are as follows:

Akan (Non-Fante), Akan, Fante, Ewe, Ga-Dangme, Guan

and Northern. The dictionary that I create builds on one made by Noah Nathan.
25 Specifically,

I use data from rounds 3–6. I do not use data from rounds 1 and 2 because they

did not ask which party the respondent would vote for if the election were held tomorrow. I drop
respondents who did not answer this question, including those who refused to answer or answered
“Don’t know”.
26 See

Appendix Table E.1.

27 Ethnicity does not perfectly align with partisanship;

not all Akans (Ewes/Northerners) support

the NPP (NDC). There could be concern that measurement error biases in favor of finding evidence
of patronage hiring in instances in which some Ewe and Northern bureaucrats who are coded as
being Pro-NDC are in fact supporters of the opposition. However, there is just as likely to be
measurement error in the other direction: some of the Akans hired by the NDC that are coded as
NPP supporters will in fact be NDC supporters, leading me to under-estimate patronage hiring.
Ex ante, there is no reason to expect that bias in one direction will be more substantial than in the
other.
28 Appendix

Table E.2 displays the election results disaggregated by region. The NDC captured

the majority of votes in the Volta, Northern, Upper West and Upper East regions, while the NPP
received the majority of the votes in the Ashanti and Eastern regions.
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reaucrats as those whose home region is Northern, Volta, Upper West or Upper East, and pro-NPP
bureaucrats as those from either the Ashanti or Eastern regions.

4

Empirical strategy

To assess evidence of partisan bias in public sector hiring, I use the change in Ghana’s ruling
party following the December 2008 elections. The NDC’s John Evans Atta-Mills won the 2008
presidential election, and his party won a majority of seats in the parliament. Ghana’s alternation
in 2008 can be used as a cut point around which to investigate potential changes in bureaucratic
hiring. If bureaucrats are recruited on the basis of their partisan ties, we would expect to see
significant changes in the partisanship of bureaucrats who were hired after the new party came to
power. Specifically, if this is the case, we should expect to find a drop in the share of pro-NPP
bureaucrats hired after 2008, and a corresponding increase in the share of pro-NDC bureaucrats
hired. My main hypothesis predicts that any increase in pro-NDC hires would be confined to
menial positions.
To investigate the relationship between bureaucrats’ partisanship and the ruling party, I run
the following logistic regression model:

logit(pi ) = β0 + β1 Period 2i + β2 Meniali + β3 Period 2 ∗ Meniali + β4 Xi + εi .

Pi is a dummy variable that takes the value of 1 when the bureaucrat is aligned with the NDC
(NPP). Period 2 identifies the second hiring period after the change in the ruling party following
the 2008 election. Menial is a dummy variable that takes a value of 1 when the position is low
ranking and 0 otherwise. I code positions using information on the job title of each bureaucrat. All
positions are classified as either professional or menial.
A summary list of positions and how they are coded is presented in Appendix Table B.1.
The process of classifying the positions is subjective. My aim was to code menial positions as
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those that it would be uncontroversial to describe as such.29 Appendix Tables B.2, B.3 and B.4
show the job titles, frequencies, and coding for all positions. The data also contain information on
the gender, age, and highest educational level of each bureaucrat. Thus, Xi is a matrix that contains
these control variables.

4.1

Additional information on civil servant database

While the bureaucrat-level data that I analyze are unusually rich, one drawback is that they were
collected at a single point in time (in June 2015). Therefore, I do not have information about
bureaucrats who were hired and vacated their positions before the data were collected.30 One
concern is that pro-NPP bureaucrats hired by the NPP government resigned when the NDC came
to power in 2008. The effect of this attrition would be to diminish the likelihood that I would
find evidence of partisan hiring under NDC rule. This is because pro-NPP bureaucrats, some of
whom drop out of the data, would appear to compose a smaller share of those hired by the NPP.
Correspondingly, pro-NDC bureaucrats would appear to compose a larger share of those hired in
the first period.
There are three reasons why this type of attrition might be unlikely. First, civil service jobs
are valuable to workers because they offer financial stability in the form of a monthly paycheck,
benefits, and an assured pension. Civil servants can also ask politicians for help when they face
emergencies. Therefore it is unlikely that an employee would give up their job just because they
did not support the new ruling party. Second, while bureaucrats may be unhappy with the change
in government, they are likely to anticipate that their preferred party will not be out of office for
29 In

Appendix Section L, I re-run the analysis varying the classifications of a number of po-

sitions where the classification may be considered controversial. The results are robust to these
re-classifications. I also conduct the analysis dropping one position at a time to check that the
results are not driven by recruitment to a single position; again the results remain robust.
30 This

is the first database of employees working in local governments in Ghana, which makes

it impossible to consult older databases.
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too long. Indeed, Ghana has seen alternations of power between the two major parties every eight
years since its return to democracy in 1992. Third, if it were the case that bureaucrats resigned en
masse following the 2008 elections, the data should show a spike in hiring in 2009 (or 2010) to
make up for the deficit of workers. Appendix Figure D.1 plots the total number of hires per year
between 2005 and 2012 and shows that there were fewer hires in 2009 and 2010 than in 2008.
These figures indicate that there was not a mass departure from the bureaucracy after the 2008
election.

5

Results

5.1

Descriptive analyses

To assess my argument, I first present descriptive data that display the characteristics of bureaucrats
hired across the two electoral periods. Second, I conduct a series of logistical regressions that
control for a number of important potential confounding variables that may influence hiring.
Table 1 shows the share of NDC and NPP bureaucrats hired in both periods, and presents the
results of a difference-in-means test. Bureaucrats’ partisanship is coded based on their ethnicity.31
The results show a positive and statistically significant increase in the share of NDC bureaucrats
hired to menial positions in the second period (4.57 percentage points, p = 0.000). The results
also display a statistically significant reduction in the share of NPP bureaucrats hired for menial
positions (-4.80 percentage points). The change in the governing party is not associated with any
changes in the share of NDC or NPP bureaucrats hired to professional positions (shown by the
insignificant p-values). Overall, the aggregate data lend initial support to the main hypothesis –
that the NDC government favored its co-partisans when selecting candidates for menial positions.
In addition, the new government appears to disfavor NPP bureaucrats for menial positions.

31 Appendix

Table H.1 displays the same test with bureaucrats coded by home region. The main

result of partisan bias for menial positions is consistent in both tables.
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Table 1: Difference-in-means test (ethnic group coding)

NDC bureaucrat
NPP bureaucrat

Menial
Professional
Menial
Professional

Period 1
(% of hires)

Period 2
(% of hires)

Difference

P-value

35.25
33.69
44.55
48.68

39.81
32.29
39.72
48.25

4.56
-1.4
-4.83
-0.43

0.000
0.164
0.000
0.687

In Figure 1, I categorize bureaucrats into three types: pro-NDC, pro-NPP, and swing. The
swing category indicates bureaucrats who do not belong to a politically aligned ethnic group.32
Each plot displays the share of hires in each category per year. The left plot displays trends for
professional positions, while the right plot displays trends for menial positions. The dotted lines
indicate the change in the ruling party in December 2008.
The plot on the left provides evidence that the partisanship of bureaucrats recruited to
professional positions is fairly static across the two electoral periods. Under both governments,
the largest share of new hires was from the main ethnic group aligned with the NPP – the Akans.
This makes sense because the Akans are the largest single ethnic group in the country. Consistent
with Table 1, the change in governing party does not appear to alter hiring patterns for professional
jobs.
The right-hand plot in Figure 1 presents the trend for menial positions. In contrast to
professional jobs, there was a steady increase in the share of NDC bureaucrats hired for menial
positions after the NDC government was elected at the end of 2008. The size of the increase was
10 percentage points over the period, from 36.5 percent at the start of their term to 46.5 percent
by the end of the term. The data also suggest that much of this increase took place at the direct
expense of NPP candidates, who experienced a corresponding decline in hires.33 When the NPP
32 The

unaligned ethnic groups are Fanti, Ga-Dangme and Guan.

33 Appendix

Figure I.1 displays the same plot with bureaucrats coded according to their home

region. The results remain the same, with a sharp increase in bureaucrats with traits that aligned
them with the NDC supporters hired after the change in governing party.
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were in office they also appear to have increasingly hired Pro-NPP and swing bureaucrats to menial
positions as the December 2008 election approached. This was potentially a strategy to secure their
victory or a result of the expectation that they may soon be out of office. In short, the yearly trends
complement the aggregate results in Table 1 and suggest partisan hiring for menial positions.
Figure 1: Share of bureaucrat types across two electoral periods (2005–2008, 2009–2012)
Professional

Menial

40

40

Share of hires

60

Share of hires

60

20

20

0

0
2005 2006 2007 2008 2009 2010 2011 2012
Year

Pro−NDC

Pro−NPP

2005 2006 2007 2008 2009 2010 2011 2012
Year

Swing

Pro−NDC

Pro−NPP

Swing

Notes: In Figure 1 employees are categorized as pro-NDC, pro-NPP or Swing. Each plot displays the share
of new hires from each group. Bureaucrats are coded according to their ethnic group. The left plot displays
trends for professional positions, and the right plot displays trends for menial positions. The dotted line
corresponds to the election of the NDC in December 2008.

5.1.1

Evidence of meritocratic hiring for professional positions

The relatively static pattern of hiring among different types of bureaucrats for professional positions across various governing parties suggests that non-partisan criteria drive recruitment to pro-
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fessional positions. Two additional pieces of evidence lend support to the claim that professional
bureaucrats are hired on the basis of their merits and suitability for these higher-level positions.34
First, professional recruits become increasingly well qualified: the share of new hires who
hold bachelor’s degrees increases nearly every year from about 8 percent in 1975 to 60 percent in
2012 (see Appendix Figure F.1). Restricting this analysis to the two hiring periods in question,
35 percent of people recruited to jobs coded as professional hired by the NPP government (2004–
2008) held either a bachelor’s or master’s degree, compared to 55 percent for NDC government
hires (2008–2012). This suggests that as access to tertiary education expanded in Ghana, the
government recruited increasingly well-qualified applicants.
Second, recruitment through competitive procedures also became increasingly common. A
separate survey that I conducted with 864 local bureaucrats in professional positions revealed that
the vast majority were selected through competitive processes.35 Restricting the analysis to the two
hiring periods, 33 percent of bureaucrats hired by the NPP government took a competitive exam,
while 92 percent had an interview. This compares to 67 percent who took a competitive exam
and 96 percent who had an interview under the NDC government. Overall, the descriptive results
suggest that when the NDC government came to office after the 2008 election, it used meritocratic
hiring criteria, selecting highly educated individuals through increasingly competitive procedures.
34 The

ideal way to investigate meritocracy is to collect individual-level data on the pool of ap-

plicants, as well as data on who is eventually hired. I was not able to obtain data on the pool of
applicants across this period of time. To my knowledge, there are no studies of African bureaucracies that perform such an analysis. An important exception in the context of Latin America is
Dal Bó, Finan and Rossi (2013), who do obtain data on the applicant pool.
35 These

bureaucrats worked in a random sample of 80 local governments across the country.

This survey took place in 2015 and 2016.

21

5.2

Regression analyses

A series of regression analyses adds further credibility to the results presented above (Table 2). In
these models, the dependent variables are dummy variables that indicate bureaucrats’ partisan type.
Column 1 predicts pro-NDC bureaucrats, Column 2 predicts swing bureaucrats, and 3 predicts
pro-NPP bureaucrats. The two main explanatory variables are a dummy variable that distinguishes
between the two hiring periods – the change in ruling party – and an indicator of whether the
job is menial. A positive coefficient on the interaction term would indicate that the new ruling
party distributed more menial than professional posts to their co-partisans. In these models, I hold
constant gender, age, and highest level of education.36
In Column 1, the coefficient on the variable that indicates a change in the ruling party is
negative. This suggests that a change in the ruling party is associated with an overall decrease in
the likelihood of a pro-NDC bureaucrat being hired to a professional position. The next coefficient
indicates the relationship between menial jobs and being a pro-NDC bureaucrat; it is also negative.
The coefficient on the interaction term is the key quantity of interest. The positive sign on this term
shows that the change in government is associated with an increase in the likelihood of a pro-NDC
bureaucrat being hired for a menial position. This coefficient is statistically significant below the
1 percent level. Figure 2 illustrates the substantive significance of this result.
Column 2 displays the results of the same model specification with Swing bureaucrats as
the dependent variable. None of the coefficients are statistically significant, which suggests that
the change in the ruling party did not affect hiring patterns for non-aligned bureaucrats.
Finally, Column 3 displays the results of the same model specification with Pro-NPP bureaucrats as the dependent variable. The first coefficient is positive, although not statistically significant. This suggests that the NDC government did not demonstrate partisan bias when recruiting
36 Many

bureaucrats did not indicate their highest level of education. In the Appendix, I present

the same results controlling only for gender and age, and the results remain the same. In Table J.1
the number of observations increases by roughly 8,000 bureaucrats.
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Table 2: Logistic regression predicting hiring of partisan bureaucrats across each time period
Dependent variable:
NDC bureaucrat

Swing bureaucrat

NPP bureaucrat

(1)

(2)

(3)

−0.154∗∗∗
(0.059)

0.119
(0.092)

0.083
(0.056)

Menial

−0.129
(0.094)

0.202
(0.135)

0.010
(0.084)

Change in ruling party * menial

0.614∗∗∗
(0.103)

−0.187
(0.150)

−0.434∗∗∗
(0.094)

9,780
−6,111.116

9,068
−3,284.289

9,780
−6,725.204

Change in ruling party

Observations
Log Likelihood

∗ p<0.1; ∗∗ p<0.05; ∗∗∗ p<0.01

Note:

Notes: The regressions control for gender, age at time of hiring, and highest level of education.
Bureaucrats’ partisanship is coded according to their ethnicity. The change in the ruling party follows
Ghana’s December 2008 election, which resulted in the NDC coming to office. ∗ p<0.1; ∗∗ p<0.05;
∗∗∗ p<0.01.

professionals; they continued to hire pro-NPP bureaucrats into these positions. However, there is
a negative and statistically significant coefficient on the interaction term, which suggests that NPP
bureaucrats were less likely to be hired for menial positions.
Figure 2 displays the substantive significance of the results. I calculate the predicted probabilities of a pro-NDC bureaucrat being hired to (a) a professional position and (b) a menial position
in the two time periods. Figure 2 shows the difference in these predicted probabilities and the associated 95 percent confidence intervals.
The top plot in Figure 2 demonstrates that the change in government is not associated with
a change in the likelihood of pro-NDC workers being hired for professional positions. In other
words, there is no evidence of discriminatory partisan hiring for professional jobs. In contrast, proNDC bureaucrats were 10 percentage points more likely to be hired for menial positions after the
NDC came to power at the end of 2008. These results support the first hypothesis and demonstrate
that the regression results are substantively important.
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Figure 2: Difference in the predicted probability of a pro-NDC and pro-NPP bureaucrat being
hired in each term, disaggregated by job type.
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Notes: Figure 2 displays the difference in the predicted probabilities of a pro-NDC/pro-NPP
bureaucrat being hired over the two time periods (2005–2008 and 2009–2012). I disaggregate job
types into professional and menial positions. I calculate these predicted probabilities using the
coefficients in Columns (1) and (2) of Table 2.

The bottom plot in Figure 2 suggests that when the NDC was in power, it was less likely
to hire pro-NPP bureaucrats to menial positions. The change in predicted probabilities is about
8 percentage points. The NDC government was neither more nor less likely to hire pro-NPP
bureaucrats for professional positions. In summary, the results suggest that the partisanship of
bureaucrats did not influence who got hired for professional positions, but did influence selection
into menial positions.
An alternative argument to the one that I present is that, besides the change in ruling party,
something else occurred that affected hiring patterns. Experts on Ghanaian politics, for example,
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might point to the creation of 32 new districts, and corresponding local governments, in February
2008 (10 months before the election).37 If these new districts were concentrated in areas where the
NDC were electorally dominant, one could argue that the new ruling party were disproportionately
hiring Pro-NDC bureaucrats into menial positions to staff these new local offices. However, this
argument is an unlikely explanation of the results because the new districts were not concentrated in
regions that I code as being Pro-NDC. Indeed, only ten of the new local governments (28 percent)
were in the three northern regions or in Volta region.
A similar change occurred in 2012, when the NDC government created another 46 districts.
In this case, a larger share of the new local governments were in the regions that I code as being
Pro-NDC (44 percent). As a robustness check, I re-run the analysis dropping all hires made after
28th June 2012 (the date the new districts were created). The results are robust to this specification
(see Appendix Table J.3).
Another rival argument is that the patterns I find result from an under supply of available
educated citizens from ethnic groups that are aligned with the NDC government. This would imply
that the NDC government had no choice but to hire educated citizens from either non-aligned ethnic
groups or from groups aligned to the NPP. Appendix Table G.1 displays evidence that there was a
roughly equal available supply of highly educated citizens aligned with either party. Specifically, I
estimate that there were a total of approximately 247,470 NDC-aligned citizens with higher levels
of education compared to 271,700 NPP-aligned citizens. The NDC government recruited a total of
5,940 professionals into the local bureaucrats during their first term in office after the 2008 election
(see Appendix Table C.1). Thus, the data suggest that had the NDC wanted to hire co-partisans to
these positions there was a large enough supply of competent individuals.38
37 The
38 A

total number of districts went from 138 to 170 (see Ayee, 2013).

final rival argument is that the patterns that I find are the result of changes in the supply of

recruits, rather than a change in demand for certain types of workers. However, given the immense
value of having a public sector job, and the fact that individuals do not have to pay to apply, I do
not expect that pro-NPP recruits would stop applying after the change in government.
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5.3

Evidence that menial positions are given to party intermediaries

The above results suggest that the new NDC government recruited co-partisans into menial positions after they came to office in 2008. In this section, I present quantitative and qualitative
evidence that politicians in Ghana reward party intermediaries with menial positions in the public
sector, including in local governments.

5.3.1

What motivates party intermediaries to work for the party machine?

Citizens in Ghana believe that brokers work for parties in return for material benefits. A countryspecific question in the 2012 Afrobarometer asked citizens why they thought party intermediaries
work for parties. Roughly 60 percent of Ghanaians responded that they do so because “they expect material rewards after winning political power" (Ghana Center for Democratic Development,
2017).39 The brokers themselves admit that they work for parties because of the selective incentives they offer, including jobs (Bob-Milliar, 2012). Bob-Milliar (2012) explains, “Throughout the
Fourth Republic, party foot-soldiers have demanded openly to be rewarded by their respective parties for their activism" (677). Pertinent to this article is whether menial jobs in local governments
are rewarded to party intermediaries.
I subset the data to analyze the share of pro-NDC hires to various menial positions between
2008 and 2012. Positions that had large shares of co-partisans include environmental assistants (65
percent of all hires), watch guards (55 percent) and disaster management officers (39 percent).40
These findings complement accounts from Ghanaian scholars and journalists who have also noted,
for example, that local disaster management jobs are often distributed to party intermediaries. One
reporter explains that disaster management “has been known to be a den for political appointees
with governments recruiting its supporters to the organization even though they have little or no
experience in disaster management" (My Joy Online, 2017). In summary, the results are consistent
39 In

comparison, about one-third (31 percent), believe brokers toil for their party because “they

believe in their programs."
40 See

Appendix Table M.1.
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with scholarly and journalistic accounts, as well as with public opinion, that parties in Ghana
reward intermediaries with low-ranked public sector jobs.

5.3.2

What types of districts get menial hires?

The literature on patronage suggests that parties distribute public sector jobs to loyal supporters
as rewards for their work in getting out the votes (Robinson and Verdier, 2013). If politicians do
distribute jobs as rewards we might expect to see more menial hires in districts where the party
experienced significant increases in their vote share compared to the prior election. Such a result
would indicate that the incumbent party is strategic in their distribution of appointments; rewarding
brokers who brought them votes.
The results support this interpretation of menial jobs being distributed as rewards. Table
3 displays a positive correlation between the number of menial hires and district-level changes in
the vote share of the NDC. The data are aggregated at the district level, such that the dependent
variable is the number of menial hires per district. The data are restricted to the four-year electoral
term after the NDC came to power following the December 2008 election in order to analyze hires
made by the NDC government.41 The main independent variable is the change in the vote share of
the incumbent party between the 2004 and 2008 elections.
The first three columns in Table 3 consider all menial hires. The last three columns consider
menial hires who belong to ethnic groups aligned with the ruling party. All regressions include
region fixed effects. Column (1) shows a positive and statistically significant association between
change in the ruling party vote share and the number of menial hires. Column (4) also shows
a positive association between change in ruling party vote share and the number of Pro-NDC
hires, although this coefficient is not statistically significant.42 Columns (2) and (4) control for
41 There

is significant variation in the number of menial hires per district, ranging from 1 to 613

recruits, with a mean of 29 and a median of 22 per district.
42 The

p-value on this coefficient is 0.17.
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both the type of local government and the population of the district.43 Including these variables
significantly improves the fit of the model, and these variables are highly predictive: Municipal and
Metropolitan districts have more hires.44 In columns (5) and (6) the coefficient on change in NDC
votes share also becomes statistically significant (at the 0.1 level). Columns (3) and (6) also include
the share of houses with electricity, which serves as a proxy for urbanization. Again, the coefficient
of interest remains significant and positive. Substantively, the results suggest that a district where
the party saw a 10 percentage point increase in vote share would get 5 more menial hires than a
district that saw a 10 percentage point decrease in ruling party vote share (see Appendix Figure
Q.1 for a plot of the marginal effect of vote share). Overall, this analysis points to the strategic
allocation of menial hires to reward party intermediaries who rallied support for the new incumbent
party.45

5.3.3

Is there evidence that menial recruits are embedded in the communities they are hired
to work in?

Finally, I focus on one characteristic of brokers that is essential for them to perform their roles
– their embeddedness in the community. I use the distance each officer works from his or her
hometown as a proxy for entrenchment. The hometown variable identifies the town that bureaucrats
view as their “home", which typically refers to the place where they have familial roots. Both
menial and professional bureaucrats work in the same government offices, which keeps workplace
locations constant across both groups. Working close to one’s hometown is not sufficient evidence
43 Local

governments in Ghana are categorized as District, Municipal or Metropolitan Assem-

blies based on the population of the district.
44 The

negative coefficient on the population coefficient is most likely because the type of local

government already accounts for the variation in population across districts.
45 Appendix

Table P.1 presents the same analyses with Pro-NPP hires as the dependent variable.

These results show that there is no relationship between the change in NDC vote share and the
number of Pro-NPP hires.
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Table 3: Predictors of the number of menial hires (2009–2012)
Dependent variable
Number of menial hires
Total hires

Pro-NDC hires

(1)

(2)

(3)

(4)

(5)

(6)

36.146∗∗
(16.660)

24.995∗∗
(10.595)

22.492∗∗
(10.807)

18.471
(13.391)

10.453∗
(6.080)

12.215∗
(6.180)

Metropolitan

168.005∗∗∗
(12.578)

165.177∗∗∗
(12.805)

161.024∗∗∗
(7.136)

163.029∗∗∗
(7.246)

Municipal

16.318∗∗∗
(2.359)

15.576∗∗∗
(2.444)

8.473∗∗∗
(1.345)

8.978∗∗∗
(1.386)

−3.328
(2.038)

−4.164∗
(2.163)

−1.526
(1.169)

−0.901
(1.244)

∆ in NDC vote share

log(Population)

Electricity share

Region fixed effects
Observations
R2
Adjusted R2

−6.326
(4.417)

8.799
(7.688)
Yes
157
0.151
0.093

Yes
157
0.667
0.637

Yes
157
0.670
0.638

Yes
152
0.254
0.201

Yes
152
0.851
0.837

Yes
152
0.853
0.838

Notes: The unit of analysis is the district. Change in NDC vote share is measured between the 2004 and
2008 elections using constituency-level data from the parliamentary elections. The control variables
(population and electricity share) are from Ghana’s 2010 Housing and Population Census. ∗ p<0.1;
∗∗ p<0.05; ∗∗∗ p<0.01

that a bureaucrat is a broker. However, it is likely to be a necessary condition, and thus evidence
of a difference in the distances to hometowns for professional and menial bureaucrats lends further
credibility to my argument.
I geocode the locations of local government offices and home towns and calculate the distance between the two for each bureaucrat in the data.46 The results show that the median distance
between home town and work location is significantly lower for bureaucrats in menial compared
46 I

geo-code locations using search requests to the Google Maps API using the ggmap pack-

age in R. Google Maps does not include every town in Ghana. I obtain complete matches (i.e.,
both hometown and district capital) for 74 percent of the bureaucrats hired in the study period
(N=13,283 bureaucrats).
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to professional positions.47 The median distance from their hometown is 36 km for menial and
92 km for professional jobs.48 Appendix Figure O.1 focuses on a few select positions to further
demonstrate these differences. The results show that budget officers, planning officers and assistant directors work, on average, much farther from their home communities than drivers, laborers
and disaster management assistants. The median distance from hometown is 19 km for laborers,
21 km for drivers, and 28 km for disaster assistants, compared to 151 km for budget officers, 161
km for planning officers and 174 km for assistant directors.
These results lend further credence to my theory in two ways. First, they show that bureaucrats working in professional positions are unlikely to be party brokers, suggesting instead that
they are hired based on meritocratic criteria. Second, and conversely, the results provide evidence
that bureaucrats in menial positions could work as party intermediaries. Working close to one’s
hometown allows partisan recruits to mobilize support for the incumbent by utilizing their social
ties with local communities. Brokers employed in the district government may be particularly effective intermediaries, as they can help citizens access the state, and can distribute state resources
to local voting blocs (Auerbach and Thachil, Forthcoming).

6

Conclusion

The improvement of bureaucratic competence is essential to enhancing state capacity in developing
democracies. Accordingly, who the state hires into the public sector has broad implications for
development. Many governments spend the bulk of public expenditure on public sector salaries.
This article assesses meritocratic versus patronage hiring in the context of Ghana. I theorize that
the costs to politicians of competitive hiring are not constant across positions. Conceptualizing
meritocracy as a continuous variable, I do not ask whether jobs are distributed on the basis of merit,
but which jobs are awarded competitively. I theorize that politicians in clientelistic democracies
47 See

Appendix Figure N.1.

48 Given

the skewed distribution, the median is the most appropriate measure of average trends.
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will be more willing to relinquish discretionary control over hiring for professional jobs than they
will be for low-ranked positions in the public sector. Politicians reward party brokers who mobilize
on their behalf with these menial jobs.
I analyze an original individual-level dataset on the universe of bureaucrats working across
about 200 local governments in Ghana. As party affiliation is not a variable in the dataset, I
code bureaucrats’ partisanship based on their ethnicity and home region. I use a change in the
ruling party following Ghana’s 2008 elections to compare patterns of hiring under two opposing
parties. The results suggest that politicians are more likely to interfere in hiring for menial jobs
than professional jobs: there is a 10-percentage-point increase in the probability of a co-partisan
being hired to a menial position after the change in government.
My theory highlights the problems of using legislation to measure meritocracy (Geddes,
1994; Ting et al., 2013). Merit legislation has been shown to be neither necessary nor sufficient
to ensure non-partisan hiring recruitment (Schuster, 2017). Indeed, weak rule-of-law and legal
loopholes mean that politicians regularly make partisan appointments in spite of merit legislation
(Meyer-Sahling, 2006). The results suggest the need for continuous measures of meritocracy. As
an alternative to a legislative analysis, I propose measuring meritocracy using administrative data
on the composition of public workforces.
The findings also shed light on the mixed results in the literature on the effect of competition
on patronage hiring. Driscoll (2017) finds that electorally competitive districts have more local
government employees in Ghana. He similarly argues that politicians exchange these – mainly lowranked – positions with party activists. Pierskalla and Sacks (2016) shows that the introduction of
elections increased the number of teachers employed in Indonesia. In contrast, much of the seminal
literature on the state suggests that electoral competition can constrain runaway state building and
incentivize politicians to support meritocracy (O’Dwyer, 2006; Geddes, 1994). My results suggest
that electoral competition can have both of these effects.
This study has significant implications for future research on the public sector. As new
data become available, it would be fruitful to replicate the analysis in other contexts. Similar
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bureaucrat-level data can be used to assess meritocracy in other countries, and across different
public sector departments. Importantly, my results suggest the need to distinguish between different types of jobs in such analyses in order to assess more nuanced hypotheses regarding the effects
of democracy on meritocratic versus patronage hiring practices.

32

References
Africa Confidential. 2018. “Tax and spend dilemmas.”.
URL: https://www.africa-confidential.com/article/id/12322/Tax_and_spend_dilemmas
Aljazeera. 2014. “Kenya’s wage bill dilemma.”.
URL: https://www.aljazeera.com/blogs/africa/2014/03/98646.html
Auerbach, Adam and Tariq Thachil. Forthcoming. “How Clients Select Brokers: Competition and
Choice in India’s Slums.” American Political Science Review .
Ayee, Joseph RA. 2013. “The political economy of the creation of districts in Ghana.” Journal of
Asian and African Studies 48(5):623–645.
Baldwin, Kate. 2013. “Why vote with the chief? Political connections and public goods provision
in Zambia.” American Journal of Political Science 57(4):794–809.
Bayart, Jean-Francois. 1993. The State in Africa: The Politics of the Belly. London: Longman.
Bob-Milliar, George M. 2012. “Political party activism in Ghana: factors influencing the decision
of the politically active to join a political party.” Democratization 19(4):668–689.
Bratton, Michael, Ravi Bhavnani and Tse-Hsin Chen. 2012. “Voting intentions in Africa: ethnic,
economic or partisan?” Commonwealth & Comparative Politics 50(1):27–52.
Brierley, Sarah. 2017. “Unprincipled Principals: Co-opted Bureaucrats and Corruption in Local
Governments in Ghana.” Working Paper.
BusinessTech. 2018. “Government’s insane wage bill.”.
URL: https://businesstech.co.za/news/government/235879/governments-insane-wage-bill/
Callen, Michael, Saad Gulzar and Arman Rezaee. 2018. “Can Political Alignment be Costly?”
Working paper .
Calvo, Ernesto and Maria Victoria Murillo. 2013. “When Parties Meet Voters Assessing Political
Linkages Through Partisan Networks and Distributive Expectations in Argentina and Chile.”
Comparative Political Studies 46(7):851–882.
Carlson, Elizabeth. 2015. “Ethnic voting and accountability in Africa: A choice experiment in
Uganda.” World Politics 67(2):353–385.
Carpenter, Daniel P. 2001. The forging of bureaucratic autonomy: Reputations, networks, and
policy innovation in executive agencies, 1862-1928. Princeton University Press.
Chabal, Patrick and Jean-Pascal Daloz. 1999. Africa works: the political instrumentalization of
disorder. Indiana University Press Indiana.
Clements, Benedict J. 2010. Evaluating government employment and compensation. Vol. 10
International Monetary Fund.

33

Colonnelli, Emanuele, Mounu Prem and Edoardo Teso. 2017. “Patronage in the Allocation of
Public Sector Jobs.” Working Paper.
Dal Bó, Ernesto, Frederico Finan and Martín A Rossi. 2013. “Strengthening state capabilities: The
role of financial incentives in the call to public service.” The Quarterly Journal of Economics
128(3):1169–1218.
Driscoll, Barry. 2017. “Why Political Competition Can Increase Patronage.” Studies in Comparative International Development pp. 1–24.
Ferree, Karen E. 2006.
68(4):803–815.

“Explaining South Africa’s racial census.” The Journal of Politics

Fisman, Raymond and Miriam A Golden. 2017. Corruption: What everyone needs to know. Oxford University Press.
Geddes, Barbara. 1991. “A Game Theoretic Model of Reform in Latin American Democracies.”
The American Political Science Review 85(2):pp. 371–392.
Geddes, Barbara. 1994. Politician’s dilemma: building state capacity in Latin America. University
of California Press.
Ghana Center for Democratic Development. 2017. “Elections Policy Brief (No. 4) – Political party
vigilantism.”.
Golden, Miriam and Brian Min. 2013. “Distributive politics around the world.” Annual Review of
Political Science 16:73–99.
Gottlieb, Jessica. 2017. “Explaining Variation in Broker Strategies: A Lab-in-the-Field Experiment
in Senegal.” Comparative Political Studies 50(11):1556–1592.
Gottlieb, Jessica, Guy Grossman, Horacio A Larreguy and Benjamin Marx. 2018. “A Signaling
Theory of Distributive Policy Choice: Evidence From Senegal.” Jounal of Politics .
Green, Elliott. 2010. “Patronage, district creation, and reform in Uganda.” Studies in comparative
international development 45(1):83–103.
Grindle, Merilee S. 2012. Jobs for the Boys: Patronage and the State in Comparative Perspective.
Harvard University Press.
Grzymala-Busse, Anna. 2007. Rebuilding Leviathan: Party competition and state exploitation in
post-communist democracies. Cambridge University Press.
Harding, Robin. 2015. “Attribution and accountability: Voting for roads in Ghana.” World Politics
67(04):656–689.
Hassan, Mai. 2016. “The Strategic Shuffle: Ethnic Geography, the Internal Security Apparatus,
and Elections in Kenya.” American Journal of Political Science 61(2):382–395.

34

Hassan, Mai and Ryan Sheely. 2017. “Executive-Legislative Relations, Party Defections, and
Lower Level Administrative Unit Proliferation: Evidence From Kenya.” Comparative Political
Studies 50(12):1595–1631.
Hoffman, Barak D and James D Long. 2013. “Parties, ethnicity, and voting in African elections.”
Comparative Politics 45(2):127–146.
Ichino, Nahomi and Noah L Nathan. 2013. “Do Primaries Improve Electoral Performance? Clientelism and Intra-Party Conflict in Ghana.” American Journal of Political Science 57(2):428–441.
Iyer, Lakshmi and Anandi Mani. 2012. “Traveling agents: political change and bureaucratic
turnover in India.” Review of Economics and Statistics 94(3):723–739.
Jeffries, Richard. 1998. “The Ghanaian elections of 1996: towards the consolidation of democracy?” African affairs 97(387):189–208.
Johnson, Ronald N and Gary D Libecap. 1994. The Federal Civil Service System and the Problem
of Bureaucracy. University of Chicago Press.
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A

Compensation of central government employees across different global
regions
Table A.1: Government compensation of central government employees
Regions
Africa
Asia and Pacific
Europe
Western Hemisphere
Middle East and Central Asia
European Union
Low-Income Countries
Middle-Income Countries
High-Income Countries

N of Countries

% of GDP

% of Govt.
Expenditures

% of Govt.
Revenues

41
18
41
24
19
27
39
68
36

6.5
5.1
5.7
8.2
7.1
5.2
5.2
7.3
6.1

30.4
26.2
17.4
31
28.9
15.9
28.6
27.6
20.4

29.5
23.1
17.5
29.6
24.8
16.3
27.9
26
18.6

Source: Clements (2010). These figures represent averages from 2000–2008.
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B

Classification into menial and professional for all local government job
positions
Table B.1: Summary list of menial and professional positions

Menial jobs
Gardener, Labourer, Scavenger, Security guard, Watchman, Metro guard, Foreman,
Driver/Tractor driver, Tradesman, Catering officer/cook, Child care officer, Daycare attendant,
Environmental assistant, Messenger, Disaster control officer, Caretaker, Plumber, Salesperson,
Scaffolder, Seamstress, Tailor, Steward, Washerman, Telephonist, Receptionist
Professional jobs
Accountant, Agriculture officer, Assistant director, District co-ordinating director, Human resource manager, Internal auditor, Budget analyst, Economist, Engineer, Environmental health
officer, Executive officer, Planning officer, Programming officer, Procurement officer, Librarian, Mass education officer, Quantity surveyor, Works superintendent, Radio operator, Records
supervisor, Revenue inspector/superintendent, Social development officer, Storekeeper, Stenographer, Typist, Technical officer.
Table B.2, B.3, B.4 below display the frequencies of all recruits hired in the period under
investigation in this study; from January 2005 to January 2013. A total of 17942 hires were made
in this period. The Tables only display information for job positions that had 20 or more people.

2

Table B.2: Frequency of positions by job title (professional positions)
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46

Job Title
Accountant
Accounts Officer
Agric Extension Officer
Agric Officer
Animal Prod. Officer
Asst Agric Officer
Asst Director I
Asst Director IIA
Asst Director IIB
Asst Human Resource Mgr
Asst Internal Auditor
Asst. Budget Analyst
Asst. Chf Disaster Cntrl Off
Asst. Community Dev. Asst.
Asst. Engr
Asst. Info. Officer
Asst. Quantity Surveyor
Asst. Radio Operator
Asst. Security Guard
Asst. Social Dev. Officer
Asst. Town Planning Officer
Asst.Planning Office
Budget Analyst
Clerical Officer
Community Dev. Asst.
Community Dev. Officer
Conservancy Labourer
Dep. Chf Dist Control Off
Engineer
Environ Health Off Gd I
Environ Health Off Gd Ii
Executive Officer
Higher Executive Officer
Higher Revenue Inspector
Info. Asst.
Internal Auditor
Internal Auditor Trainee
Library Asst. I
Mass Education Officer
No Selection
Plann Off/Rural Plan Off
Prin. Environ Health Off
Prin. Store Keeper
Prin.Accounts Officer
3
Prin.Disaster Control Off
Prin.Environ Asst

Menial (1)
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0

Frequency
134
27
62
125
25
170
25
133
207
95
154
154
24
165
47
40
29
36
25
49
44
117
54
55
96
321
47
83
30
106
145
253
86
75
25
66
42
30
169
82
63
56
42
29
31
86

Table B.3: Frequency of positions by job title (professional positions – continued.)
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81
82
83
84
TOTAL

Job Title
Prin.Executive Officer
Prin.Internal Auditor
Prin.Technician Engr
Programming Asst
Radio Oper/Radio Sup
Records Asst
Revenue Inspector
Revenue Superint( Insp)
Senior Environ Asst
Senior Environ Health Off
Snr Accountant
Snr Agric Officer
Snr Executive Officer
Snr Internal Auditor
Snr. Disaster Cntrl Off
Snr. Engring Technician
Snr. Environ Health Tech.
Snr. Info. Asst.
Snr. Procure/Supply Asst
Snr. Radio Oper/Radio Sup
Snr. Technical Asst.
Snr. Technical Instructor
Snr. Technical Officer
Snr. Technician Engr
Snr. Typist
Social Dev. Asst.
Social Dev. Officer
Stenographer Gd I
Stenographer Gd II
Stenographer Secretary
Steward
Storekeeper
Technical Asst.
Technical Officer Gd I
Technical Officer Gd II
Technician Engr/Engr Tech.
Typist
Works Superintendent
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Menial (1)
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0

Frequency
36
51
28
25
63
35
480
51
220
26
22
25
194
87
188
33
31
24
32
46
46
39
123
113
74
88
149
107
274
62
21
39
166
125
390
253
303
37
9389

Table B.4: Frequency of positions by job title (menial positions)
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
TOTAL

Job Title
Artisan/Superv/Tradesman
Asst. Dist. Cntrl Off II
Asst. Dist. Cntrl Off III
Asst. Dist. Cntrl Off IV
Asst. Dist. Cntrl Officer I
Asst. Snr. Dist Cntrl Off
Caretaker
Chf Headman
Cook (Uncertified)
Daycare Attendt
Disaster Control Officer
Driver Gd Iii(OLD)
Driver Grade 1/Driv Mech
Driver Grade Gd II
Driver Grade Gd III
Driver Grade I
Environ Asst
Foreman
Gardener
Head Conserv/San/Refuse
Headman
Headman Watchmen
Heavy Duty Driver
Jnr. Foreman
Labourer
Messenger
Metro Guard
Refuse Labourer
Revenue Collector
Sanitary Labourer
Scavenger
Security Guard
Supervising Head Gardener
Tradesman Ungraded
Tradesman Gd I
Tradesman Gd II
Watchmen-Day
Watchmen-Night
Yard Foreman

5

Menial (1)
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1

Frequency
48
432
172
210
176
109
60
30
32
62
419
53
156
223
182
44
831
59
46
52
61
77
128
54
1158
81
246
77
967
865
182
246
31
25
99
100
274
493
74
8553

C

Descriptive characteristics of local government bureaucrats hired in the
two periods
Table C.1: Characteristics of hires in each period
Hiring Period

Total hires
Menial (total)
Bachelors (percent)
Bachelors (total)
Males (percent)
Age when hired
Christian (percent)
Muslim (percent)

1
2
3
4
First
First
Second
Second
(2005-2008) (2005-2008) (2009-2012) (2009-2012)
Professional
Menial Professional
Menial
3449.00
2505.00
5940.00
6048.00
0.00
2505.00
0.00
6048.00
33.55
3.35
51.06
8.73
1157.00
84.00
3033.00
528.00
63.87
66.07
62.07
67.34
30.12
35.57
30.18
34.55
80.86
76.01
83.00
74.72
14.64
18.64
13.59
20.57

Source: local government bureaucrats dataset.
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D

Total number of local government bureaucrats hired in each year

3000
2000
1000

Total number of hires

4000

Figure D.1: Total number of public sector employees hired per year

2005

2006

2007

2008

2009

2010

2011

2012

Year

Notes: Figure D.1 displays the total numbers of hires per year as recorded in the bureaucrats
dataset. The red line is a linear regression of total number of hires on year. The regression line
demonstrates the gradual increase in the number of employees hired over the two terms.
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E

Coding partisanship using ethnicity and home region variables
Table E.1: Ethnicity and declared voting intension
Akan
%
NDC 18
(471)
NPP 76
(2029)
Other 6
(162)

Ewe
%
71
(495)
25
(171)
4
(27)

Ga
Northern
%
%
54
52
(179) (473)
41
38
(135) (345)
5
10
(18)
(95)

Notes: Table E.1 displays the declared voting intention of citizens surveyed by the Afrobarometer (Rounds
3-6). The exact wording of the questions were: If a presidential election were held tomorrow, which party’s
candidate would you vote for? and Which Ghanaian language is your home language? The Northern
category is composed of individuals from the following groups: Dagaari, Dagbani, Frafra, Gonja, Hausa,
Kokomba, Kusal and Mamprusi. Each column displays the share of respondents who would vote for each
party, along with the number of respondents in each cell in parentheses. N= 4,596 citizens. Figures in bold
display the language groups I code as Pro-NPP or Pro-NDC. N= 4,596 citizens.

Table E.2: Presidential vote share of Ghana’s two major political parties by region
2004
2008
NDC NPP NDC NPP
Stronghold regions
Ashanti
Eastern
Northern
Upper East
Upper West
Volta

21.8
38.4
57.8
53.3
56.7
84.1

77.0
60.3
34.7
31.7
32.2
13.7

25.6
42.5
61.6
65.6
62.3
86.1

74.4
57.5
38.4
34.5
37.7
13.9

46.1
38.9
46.6
40.0

52.0
58.8
51.7
57.7

51.3
53.8
54.5
51.9

48.7
46.2
45.5
48.1

Swing regions
Brong Ahafo
Central
Greater Accra
Western

Notes: Table E.2 displays the share of the presidential votes received by each party in each of the country’s
ten regions. I code a region as a stronghold when the majority of citizens voted for the same party in both
the 2004 and 2008 elections. The numbers in bold display these majorities. Source: Ghana Electoral
Commission.
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F

Share of bureaucrats with a Bachelors degree, disaggregated by year of
hiring

0.6
0.5
0.4
0.3
0.2
0.1

Share of professional bureaucrats w. Bachelors

Figure F.1: Share of professional bureaucrats with a Bachelors degree

1980

1990

2000
Year

Source: local government bureaucrats dataset.
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2010

G

Number of citizens with higher education

Table G.1 displays the number of citizens with higher education. These figures are from Ghana’s
2010 Population and Housing Census. A 10 percent random sample of the census data is released
publicly and available on the IPUMS International website. Accordingly, to calculate the total
number of citizens with higher education, I multiply the figures from the census extract by ten.
I code an individual as highly educated when they have completed either post-second technical education (“Postsecondary technical education") or completed university (“University completed") (using variable “EDATTAIND"). To calculate these figures, I restrict the data to individuals who are 18 years and over. The share of the 18+ population who have higher education is
6.8 percent. When higher education is restricted only to those who have completed university this
figure drops to 1.8 percent.
Table G.1: Number of citizens with higher education disaggregated by partisanship
NDC-aligned ethnic groups
NPP-aligned ethnic groups
Non-aligned ethnic groups
TOTAL

No higher education
4,393,010
2,789,980
5,534,910
12,717,900

Higher education
247,470
271,700
415,530
934,700

Source: Ghana 2010 Housing and Population Census.

Table G.2: Number of citizens with university education disaggregated by partisanship
NDC-aligned ethnic groups
NPP-aligned ethnic groups
Non-aligned ethnic groups

No university education
4,581,170
2,989,570
5,837,180
13,407,920

Source: Ghana 2010 Housing and Population Census.
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University education
59,310
72,110
113,260
244,680

Table G.3: Share of highly educated citizens by ethnic group
No higher education
Ga
92.29
Asante
94.98
Fante
95.39
Ewe
95.49
Brong
96.76
Dangme
97.12
Dagomba
97.78
Dagarte
97.79
Kokomba
99.57

Higher education
7.71
5.02
4.61
4.51
3.24
2.88
2.22
2.21
0.43

Source: Ghana 2010 Housing and Population Census.

H

Replication of difference-in-means test with different coding classifications

Table H.1 displays a difference-in-means test where the partisanship of bureaucrats is coded according to their home region. The table displays a 7.45 percentage point increase in the share of
NDC bureaucrats hired into menial positions in the second period compared to the first. This difference is statistically significant below the 0.001 level. There is no statistically significant difference
in the share of NDC bureaucrats hired to professional positions over the two periods. Considering
NPP bureaucrats, there is a reduction (-1.99 percentage points) in the share of menial hires. The
results display an increase in the share of NPP bureaucrats hired to professional positions. The
difference is statistically significance.
Table H.1: Difference-in-means test (home region coding)

NDC bureaucrat
NPP bureaucrat

Menial
Professional
Menial
Professional

Period 1

Period 2

Difference

P-value

40.83
42.41
17.76
22.29

48.28
40.37
15.77
26.95

7.45
-2.04
-1.99
4.66

0.000
0.052
0.026
0.000
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I

Replication of Figure 1 with different coding classifications
Figure I.1: Replication of Figure 1 with bureaucrats coded according to home region
Professional

Menial

40

40

Share of hires

60

Share of hires

60

20

20

0

0
2005

2006

2007

2008

2009

2010

2011

2005 2006 2007 2008 2009 2010 2011 2012
Year

2012

Year

Pro−NDC

Pro−NPP

Swing

Pro−NDC

Pro−NPP

Swing

Notes: In Figure I.1 employees are categorized as Pro-NDC, Pro-NPP or from Swing regions.
Each plot displays the share of new hires from each group. Bureaucrats are coded according to
their home region. The left plot displays trends for professional positions, and the right plot
displays trends for menial positions. The dotted line highlights the election of the NDC in
December 2008.
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J

Replications of Table 2
Table J.1: Replication of Table 2 without including education as a control variable
Dependent variable:
NDC bureaucrat

Swing bureaucrat

NPP bureaucrat

(ethnicity)

(ethnicity)

(ethnicity)

(1)

(2)

(3)

−0.060
(0.046)

0.149∗∗
(0.069)

−0.021
(0.043)

Menial

0.069
(0.057)

0.092
(0.085)

−0.133∗∗
(0.054)

Change in ruling party * menial

0.254∗∗∗
(0.068)

−0.084
(0.101)

−0.180∗∗∗
(0.065)

17,761
−11,478.640

16,426
−6,319.503

17,761
−12,162.970

Change in ruling party

Observations
Log Likelihood

∗ p<0.1; ∗∗ p<0.05; ∗∗∗ p<0.01

Note:

Table J.3 excludes the 3,761 bureaucrats who were hired after June 28, 2012, which marks
the day in which the NDC government created 46 new districts and corresponding local governments.

13

Table J.2: Replication of Table 2 classifying bureaucrats by their home region
Dependent variable:
NDC bureaucrat

Swing bureaucrat

NPP bureaucrat

(home region)

(home region)

(home region)

(1)

(2)

(3)

−0.168∗∗∗
(0.057)

−0.060
(0.059)

0.287∗∗∗
(0.065)

Menial

−0.192∗∗
(0.088)

0.241∗∗∗
(0.086)

−0.093
(0.102)

Change in ruling party * menial

0.631∗∗∗
(0.098)

−0.300∗∗∗
(0.097)

−0.427∗∗∗
(0.114)

9,780
−6,537.615

9,736
−6,246.949

9,780
−5,285.863

Change in ruling party

Observations
Log Likelihood

∗ p<0.1; ∗∗ p<0.05; ∗∗∗ p<0.01

Note:

Table J.3: Replication of Table 2 excluding those hired after June 28, 2012 (creation of new
districts)
Dependent variable:
NDC bureaucrat

Swing bureaucrat

NPP bureaucrat

(ethnicity)

(ethnicity)

(ethnicity)

(1)

(2)

(3)

−0.182∗∗∗
(0.066)

0.065
(0.102)

0.125∗∗
(0.062)

Menial

−0.066
(0.095)

0.197
(0.137)

−0.026
(0.086)

Change in ruling party * menial

0.585∗∗∗
(0.110)

−0.116
(0.159)

−0.411∗∗∗
(0.100)

7,512
−4,645.609

6,981
−2,495.440

7,512
−5,153.113

Change in ruling party

Observations
Log Likelihood

∗ p<0.1; ∗∗ p<0.05; ∗∗∗ p<0.01

Note:
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Replication of predicted probabilities in Figure 2 dropping one job title
at a time

Figure K.1: Difference in predicted probabilities for Pro-NDC bureaucrats dropping one job title
at a time

Change in predicted probability
(Pro−NDC bureaucrat − Menial)

Change in predicted probability
(Pro−NDC bureaucrat − Professional)

Revenue Inspector
Enviromental Assistant

0.00

0.05

0.10

0.15

−0.08

−0.04

0.00

0.02

Notes: The predicted probabilities replicate those presented in the top-plot of Figure 2. The dark
line represents the 50 percent confidence interval, and the light line represents the 95 percent
confidence interval. As Figure N.1 shows, the results are robust to dropping one position as a
time; the change in the ruling party increases the probability of a Pro-NDC bureaucrat being hired
to a menial position, and has no statistically significant effect on a Pro-NDC bureaucrat being
recruited to a professional position. However, the left-hand plot shows that when Environmental
Assistants are dropped from the dataset (n=808) there is a decline in the predicted probability that
a Pro-NDC bureaucrat will be hired into menial positions after the change in government. This
suggests that this was a common position that the NDC used to recruit co-partisans (see also
Table M.1 below).
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Replication of results with menial and professional categories switched
for certain positions
Table L.1: Replication of Model (1) in Table 2, varying menial/professional coding of jobs
Dependent variable:
NDC bureaucrat (ethnicity)
(1)

(2)

(3)

(4)

(5)

(6)

−0.146∗∗
(0.059)

−0.269∗∗∗
(0.057)

−0.180∗∗∗
(0.059)

−0.150∗∗
(0.059)

−0.146∗∗
(0.059)

−0.248∗∗∗
(0.060)

Menial

−0.096
(0.093)

−0.709∗∗∗
(0.077)

−0.235∗∗∗
(0.085)

−0.113
(0.084)

−0.096
(0.087)

−0.484∗∗∗
(0.089)

Change in ruling party * menial

0.585∗∗∗
(0.102)

1.018∗∗∗
(0.084)

0.704∗∗∗
(0.097)

0.596∗∗∗
(0.094)

0.583∗∗∗
(0.097)

0.890∗∗∗
(0.096)

Yes
9,780
−6,111.530

Yes
9,780
−6,067.932

Yes
9,780
−6,108.206

Yes
9,780
−6,111.148

Yes
9,780
−6,111.450

Yes
9,780
−6,096.953

Change in ruling party

Bureaucrat-level controls
Observations
Log Likelihood

Notes:
∗ p<0.1; ∗∗ p<0.05; ∗∗∗ p<0.01
(1): Receptionists and Child Care Officers coded as professional.
(2): Environmental Assistants coded as professional.
(3): Stenographers coded as menial.
(4): Librarians, Radio Operators and Storekeepers coded as menial.
(5): Typists coded as menial.
(6): Revenue Inspectors coded as menial.
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Distribution of Pro-NDC recruits across menial job positions
Table M.1: Total number of menial hires (2009-2012) disaggregated by job titles
Position
Environmental Assistant
Watchman
Disaster Assistant
Driver
Laborer
Tradesman
Revenue Collector
Other
Total

Total hires (n)
808
517
1462
439
1117
180
647
779
5,959

Pro-NDC hires (n)
529
285
565
165
400
57
144
226
2,372

Source: local government bureaucrats dataset.
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Pro-NDC hires (percent)
65.47
55.13
38.65
37.59
35.81
31.67
22.26
29.01
39.81

N

Distances between local government office and bureaucrats’ home towns,
disaggregated between professional and menial positions

0.010

Figure N.1: Distribution of distances to hometown

0.000

0.002

0.004

Density

0.006

0.008

Menial
Professional

0

200

400

600

Distance from hometown (km)

Notes: Figure N.1 displays the distribution of the distances that each bureaucrat in the data works
for his or her hometown.
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Distances between local government office and bureaucrats’ home towns,
disaggregated across job positions

300
200
0

100

Distance from hometown (km)

400

500

Figure O.1: Boxplots of distances from hometowns across positions

Driver

Laborer

Disaster assistant

Budget officer

Planning officer

Assistant director

Position

Notes: The width of each box is representative of the number of observations in each category.
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Extension of Table 3: Pro-NPP menial hires as the outcome variable
Table P.1: Predictors of Pro-NPP menial hires (2009–2012)
Dependent variable:
N. of menial hires
(1)

(2)

(3)

2.156
(7.317)

5.491
(6.997)

3.967
(7.274)

Metropolitan

−6.372
(5.884)

−6.927
(5.939)

Municipal

4.510∗∗∗
(1.318)

4.135∗∗∗
(1.403)

log(Population)

−1.403
(1.134)

−1.686
(1.192)

∆ in NDC vote share

Electricity share

Constant

Region fixed effects
Observations
R2
Adjusted R2
Note:

3.646
(4.620)
11.346∗∗∗
(1.421)

26.394∗∗
(13.219)

27.827∗∗
(13.373)

Yes
94
0.411
0.348

Yes
94
0.485
0.416

Yes
94
0.489
0.413

∗ p<0.1; ∗∗ p<0.05; ∗∗∗ p<0.01
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Q

Marginal effect of change in NDC vote share on the number of menial
hires

30
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20

Number of menial hires

40
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Figure Q.1: Marginal effect of district-level change in NDC vote share on menial hires

−0.3

−0.2

−0.1

0.0

0.1

0.2

0.3

Change in NDC vote share (2004−2008)

Notes: The plot displays the marginal effect of change in NDC vote share (2004-2008) using the
coefficients from Table 3 (Column 3).
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