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ABSTRACT 

The study, was set to examine the grassroot leadership capacity in the governance 

processes in Morogoro Municipality. The study has aimed at giving an overview of 

the grassroot leaders around two Wards of Morogoro Municipality of Mazimbu and 

Sabasaba. It was also intended to identify factors influencing the capacity building of 

the grassroot leadership as well as an  institutional related attribute that hindered the 

capacity building at Mazimbu and Sabasaba Wards. Furthermore, it was to make 

suggestions on the way to improve the grassroot leadership at the two Wards. The 

study has adopted a cross-sectional research design. Both quantitative and qualitative 

techniques were applied; the quantitative techniques involved questionnaires which 

were structured and distributed to the residents and the grassroot leaders whilst 

qualitative techniques involved an interview with Wards Executive Officer, Division 

Secretary and Councillors. The Findings  have revealed that, there was a great need of 

having grassroot leaders at the grassroot institutions although most of the respondents 

were less satisfied with their working environment, wages, salaries, working tools and 

training, for such case more attention is intensively required for progress.  

Despite of less dissatisfaction claimed by most of the respondents findings depicted 

that, some attributes of governances were emerging successfully such as 

participations, information disseminations, accountability and the normal 

performance. Some institutional attributes were found impeding the capacity of 

grassroot leaders such as policy, laws and procedures. Their impediments were on the 

financial autonomy and self efficacy on decisions making of the grassroot institutions. 

The study, recommends formal employments of grassroots leaders, training 

programmes, distributions of facilities for further improvements of the grassroot 

institutions. 
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CHAPTER ONE 

INTRODUCTION 

1.0  Introduction 

This study aimed at building capacity of grassroots leaders for governance processes 

in Tanzania. There are several attributes of grassroots leadership in Tanzania which 

require revitalization, such as the institutional set up, policy frameworks, fiscal 

capacity and the like, but this study, was limited to grassroot leader capacity 

building. Moreover, this section composes expresses the statement of the problem, 

research objectives, research questions, as well as the significance of the study. 

1.1 Background to the Study 

Grassroot institutions in Tanzania are the pivots to strengthen democracy and good 

governance. A study conducted by REPOA (2008) on the oversight processes of local 

council  has found there was a co-existence between good leadership and good 

governance by involving people in decision making (participations), making them 

accountable in obeying laws, efficient and effective implementations of resources as 

well as information displays, on their localities (opportunities). Leadership at the 

grassroots such as Wards councils, hamlets, villages in rural areas, and or streets in 

the urban areas of Tanzania in general encountered with some constraints.  The 

REPOA (2008) report further, pinpoint some of institutional and human resource 

attributes of leadership at the grassroots levels, placed into three categories. Firstly 

the grassroot leaders were not able to read and understand reports and information 

from the high level of authority. Secondly lack of infrastructures to support 

transparency and to enhance accountability at the grassroots level.  
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For instance at the street and villages there was no photocopies machines and power 

and at the time when they received reports from the local authorities or from the 

central government only one copy was provided to the public. This limited the 

information display hence, created problems of transparency. Thirdly the 

consolidation of plans did not take place at the street and Wards levels.  

 The participations of people in decision making at the grassroot level of Tanzania is 

impeded by two things, one is the infrastructure capacity at the division and Wards 

level: as there are no computers, electrical power in most of the buildings as well as 

skills to handle the mass of information’s is lacking. For instance most Ward 

Executive Officers (WEOs) and Councillors lacked special information and 

participatory skills to handle tasks alone, hence, proper information distortions.  

Secondly due to the poor infrastructure system there also problems of record keeping: 

at the grassroots. The government is extremely poor for instance it’s very difficult to 

trace files and documents, which results on poor financial management, especially 

when funds sent and spent at the grassroots level hence, impedes grassroots leaders 

accountability (REPOA, 2008).  

Moreover, Public Service Pay and Incentives Policy Reviewed (2010) reported that, 

staff at the local level were not satisfied with their works due to some human resource 

restraints such as inadequate of staff, salaries and incentives of grassroots staff were 

not clearly stipulated and there was no clear strategy that has been imposed to assist 

the mechanism. 

The same human resource related problem at the grassroot leadership, has been 

clarified by a study on staffing problem at the  local government authorities 
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conducted in (2005) by PMO-RALG  which revealed that, all local government 

authorities to varying degree, face recruitment and retention problem of technical, 

professional and senior staff. At least 23 of 133 LGA’s in Tanzania mainland which 

is equal 17% of all local authorities of Tanzania LGA’s, were identified as having 

persistent and significant  over staffing problem one being Morogoro Municipality. 

The results of the survey of staffing problems in underserved areas in Tanzania 

(2008), indicates major factor influencing staff attractions and retentions in those 

areas others related to finance, amenities and others related to governance. 

This includes incentives, lack of supplementary income opportunities, political 

interference, lack of adequate access to health and education facilities and the lack 

adequate access to telephone and internet services. 

The study has aimed at enhancing the capacity of leadership at the grassroots levels 

in the two main attributes, attributes related to human resources and those related to 

the institutional for the better governance processes, making an assumption that if 

grassroots leaders were enhanced with capabilities may result into better 

governances.  

The existence and persistence of unpromising situation at the grassroots leadership in 

Tanzania since then, attracted most researchers to conduct several studies. Therefore, 

a number of studies have been carried out on the  local government capacity building 

these includes ALAT (1998) and SWAPs (2003) which suggested that, there was a 

need to build capacity to local governments leaders, in terms of training, staff 

incentives and deployments internal system, skills and knowledge development, 

leadership equipping and re-tooling. The focus of the above, has however been on 

training. Training was conducted to 72,000 elected grassroots leaders 2,573 Ward 
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Executive Officers and 10,045 village/Mitaa executive officers (URT, 2008). Staff 

incentives at the grassroots level i.e. salary, bonus and allowances for ten cell leaders, 

street chairpersons and Mitaa executive officers, for leadership capacity building as 

well as re-tooling them for better governances has not been overemphasized in 

Tanzania. 

This attributes can be placed into two categories such as those related to human 

resources and those which are related to institutional for which this study is made. 

The need to understand the term is paramount important because “capacity building” 

is used in many different ways and therefore, being the sources of some confusion. 

Sometimes it is simply equated to the provision of basic equipment, at other times to 

training, on other occasions to institutional development, and so on (Milen, 2001:9-

11). 

Although there are several components and attributes for leaders capacity building 

but the emphasize is upon two attributes, such as those related generally with 

leadership or leaders and very precisely with institutional because dealing with 

leadership only, synonymise with  the capacity development which contradicting the 

modern approach of capacity building which is broader, than organisational 

development since it includes an emphasis on the overall system, environment or 

context within such as individuals, organisations and societies operate and interact 

(UNDP 1998). 

Having involving institutional attributes is complying with what (ibid, 1998) states 

three dimension level of capacity building i.e. system, organisational and individual 

level. System level implies the role of central government in supporting grassroots 

leaders, organisational are institutional i.e. technology and innovations and at the 
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individual level is termed as human resource attribute i.e. training, wages, skill 

development, attraction, and promotions. Leaving other attributes is perhaps because 

of the necessity of the problem impedes most grass root leaders in Tanzania that 

relies on two attributes. 

 In thinking about levels does not imply that capacities at all levels need to be 

addressed at the same time, current thinking suggest on incremental approach rather 

than wholesale action. It emphasizes the need to search for root causes of poor 

performance for that reason, institutional and human resource (leaders) constraints 

are major attributes facing most of Tanzania grassroots leadership (Milen, 2001:13).  

1.2  Statement of the Problem 

Most of the modern states projects, plans, strategies and the like are devoted at the 

grassroot levels. For instance, in Tanzania MDGs, NSGRP, PEDP, SEDP TDV’s 

(2025) and the like, the development and the rise of participatory approach and the 

bottom up approach since 1980s by (UNDP) has increased much focus to revitalize 

on the grassroots institutions and leadership in general, in Tanzania, improvements 

has been observed on grassroots institutional set up, however a little on grassroots 

leaders.   

Grassroot leaders in Tanzania are encountered with lower capacity as it has been 

stipulated by (Stergomena and Volker, 2003). The doubt is on whether these leaders 

are capable to cope with the modern states requirements particularly governance.  

For that reason there is a need to build capacity of  the Division Secretaries, 

Councillors, Wards Executive Officers, Street Chairperson and Ten cell leaders 

(grassroots leaders) as this body are  paramount important in insuring the  concept of 
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governance, democracy, implementation of programmes and projects and the likes 

around their area of jurisdiction. 

 Leadership is seen as a critical quality necessary for the successful management of a 

society and its institutions. Indeed, many scholars have contended that, in so far as 

the Third World Nations continue to elect, select or appoint ineffective and less 

competent leaders the issue of bad governance and its associated problems of 

political instability, social malaise, corruption, lack of accountability and 

transparency, and the respect for the rule of law persisted in the developing nations 

(Udogu, 2000, cited in Kopoka and Paul, 2008). 

This study, has been set to examine the capability of grassroot leaders in governance 

process to enhancing accountability, participatory channels, transparency and 

maintaining community values, at the grassroot level taking a case study of 

Morogoro Municipal Council. 

1.3  Objective of the Study 

1.3.1  Broad objective 

The overall objective of this study was to examine grassroots leadership capacity for 

the governance processes in Morogoro Municipality. 

1.3.2 Specific objectives 

1.3.2.1 To provide an overview of the existing grassroot leadership capacity in 

Morogoro Municipality: to determine the grassroot capacity in the two Wards of 

Mazimbu and Sabasaba. 
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1.3.2.2 To determine factors influencing capacity building at the grassroot leadership 

in two Wardss of Mazimbu and Sabasaba.   

1.3.2.3 To identify the institutional related attributes hindering capacity building at 

Mazimbu and Sabasaba Wards. 

1.3.2.4 To suggest ways, that can be taken by the grassroot leadership stakeholder’s 

i.e. central government to improve grassroot levels for the better governance 

processes. 

1.4  Research Questions 

1.4.1  What is the prevailing grassroots leadership capacity in Morogoro 

Municipality?  

1.4.2 What are the factors influencing capacity building of grassroots leadership in 

Mazimbu and Sabasaba Wards?  

1.4.3 What are the institutional related attributes hindering capacity building at 

Mazimbu and Sabasaba Wards?  

1.4.3 What should be done by central and local government authorities, in building 

the grassroot leadership capacity for governance processes?  

1.5  Significance of the Study 

This study is set to highlight the need and necessity of having vibrant grassroot 

leaders. Leaders who are rigorous and capable to cope with the need and demands of 

the modern states, as the requirements the modern states which  are skills, expatriate, 

the use of modern technology, the need of professionalism, division of work, 
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decentralization and delegation, advanced accountability, transparency and the  

involvements of people and the like. Therefore, this study has provided an overview 

of the grassroots leadership in Tanzania and the need for capacity building, 

concentrating on Mazimbu and Sabasaba Wards in Morogoro Municipality. Addition 

to that, factors which are essential for capacity building such as human resource 

factors and institutional factors were identified. The study will therefore be of great 

benefit to the central government and other stakeholders since; it will bring to the 

light the benefits of grassroot leadership capacity building.  

This study, will be significant for providing an insight activities which the central 

government can effectively streamline to improve the grassroot leadership. Findings 

of this study will contribute and compliment the already existing knowledge and 

literature on grassroot leadership capacity building for governance processes in 

Tanzania.  

The study will also benefit academic because it would serve as a basis for further 

research into the subject matter especially in grassroot capacity building. 

1.6  Limitations of the Study 

This study  has covered two Wards of  Mazimbu and Sabasaba  at the Morogoro 

Municipalities purposefully because of the population density of those Wards, 

Mazimbu is possessed a population of 52400 and Sabasaba  3002 among  the 29 

Wards. Therefore being a case study the results of this proposed study may not be a 

representative of all local governments’ authorities of Tanzania. To delimit these 

limitations, the researcher decided to use a sample of 99 respondents, to increase the 

precision of the study. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0  Introduction 

Theoretical literature review, conceptual framework, and the review of related 

empirical literatures has been part of this chapter and it has been presented in 

accordance with the study objectives and research questions as well as study focus. 

2.1  Definition of Key Terms 

2.1.1  Leadership  

 Ubegbe (1999:282) defines leadership in the following words; leadership is the 

process of creating the subordinates’ identification with the group’s mission and 

creating their desires to achieve the group’s goal. Leadership is defined as the social 

influences process in which the leaders seek the voluntary participation of 

subordinates in an effort to reach organisational goals (Graig, 2005:132) and Robert 

at al.(2004) affirms that leadership involves a complex interaction among the leader, 

the followers and the situation.  

Leadership means different things to different people, for instance to Mutahaba G. 

(2012), Leadership is about power and/or influence in society. In real life, leadership 

means being in control of something, a situation, a social trend or a group of people. 

This control may include how the followers think, act, and live as well as the pattern 

they adopt in arriving at different conclusions. To Balogun (2006) leadership can be 

explained as the behaviour over time of individuals holding formal leadership 

positions in various working places. According to Aristotelian rulers, real leader can 

be found across a wide social spectrum such as in local communities (grassroot level) 
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while leadership qualification or competencies are generally difficult to establish, 

formal and informal rules have been developed for selecting government and public 

service leaders (Aristotle, 1992:58). Ubegbe pinpoint the power and functions of 

leaders to his or her subordinator. Robert and Graig explain about the condition that 

makes leaders to accomplish goals and missions. Boulgun and Aristotle depict 

behaviour and location leaders found. Notwithstanding their contribution but none 

has shown what capacity leader should have to accomplish those goals and missions. 

(Cited in Mutahaba, 2012). 

Study definition of leadership: leadership is the process of influencing others to 

perform a particular task, done by people not only with influence but also with 

capacity in terms of human and institutional, to influence their decision for better 

accomplishment of goals. 

2.1.2  Grassroot leadership  

Keating and Krumholz (1999) identify who are urban grassroot leaders and who are 

not urban grassroots leaders: are people who assume leadership in support of an issue 

and or a place without holding a formal government position. But very precisely 

grassroot leaders are known to their neighbours, they are involved in multiple issues 

and so grassroots leaders are available to be focal points of neighbourhood 

interactions even civic participation, information providers, insisting of 

accountability and are also interested in resident values, views and suggestions for 

improving their neighbourhood (Michael, 2000:49).  

Grassroots leadership is about supporting the community and working together to 

achieve common goals. While much of our society has looked to those in position of 
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authority to solve problems, more and more individuals are realizing the need to take 

responsibility for the changes they want to see happen (WKK, 2009). 

Although they have made that contribution but their focus is however too general as 

they have failed to distinguish between grassroot leadership in government or in non-

governmental organization and also, fails to point out the levels which grassroots 

leaders are found. 

To recap, the stud’s definition of grassroots leadership, that grassroot leadership is 

that which involves not only functions these leaders adjudicate or execute but also, 

with specificity of context or level they operate either with governmental 

organizations or nongovernmental organisation as well, locate the hierarchical 

positions in which these leaders are found. Therefore, grassroots leaders are those 

who function in governmental institutions found from the division level to the ten 

cells level because the general meaning of grassroots is what found near by the 

people. 

To support this definition, The Babcock Foundation (1999) defines grassroots leaders 

as people who hold particular values consistent with building just and caring 

communities including justice, equity, fairness, democracy, governance and 

inclusiveness, are rooted in their communities with a base of fellow residents to 

whom they are attainable and from whom they draw support are working to Wards 

results that was be realized in low income communities and their distinguished 

characteristics are as follow; they serve a specific local community and the 

community people served by the organization also govern and operate the 

organization (Marry Reynolds Babcock Foundation 2002 Annual Report). 
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There are five findings which are identified by Kellogg Foundation (2009) on 

grassroots leadership needs for capacity building as follows: 

1) Grassroots leaders have different motivations and needs than those of higher 

rank “positional” leaders. 

Grassroots leaders are vital part of every community, yet they usually aren’t in 

“mainstream” positions or part of established local groups or institutions. Most of the 

grassroots leaders work full time and yet spend many hours doing community work. 

Grassroots leaders have typically don’t have two benefits that people in more formal 

leadership have: structure and networks for skills developments on regular basis. 

Three are the motives behind grassroots leadership (ibid. 2009). 

a) Some people were driven by desires to serve. It’s their blood to serve others. 

b) Others were motivated by deep desires to bring about change, to make their 

community more just and fair. 

c) Others got involved out of spiritual beliefs or a faith commitment. 

As grassroots leaders, one of the challenges is to find or create the learning and 

networking opportunities to help them to be effective and successful (The need for 

capacity building). 

2) Investing in grassroots leadership development leads to increased community 

well-being and encourages long-term problem solving. 

In completing community projects and accomplishing goals helps equip grassroots 

leaders with the emotional resources they need to tackle the next challenge. But 
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something else happen as grassroots leaders succeed, they spur others in their 

community to take action and become leaders themselves, when this happen the 

entire community benefits. 

A vibrant, alive community or local peoples has many people involved in lots of 

ways. When people from all kinds of economic and ethnic backgrounds work on 

local problems whether together or separately, problems get solved and the sense of 

community well being increases (participation). By solving specific problems, 

expanding the number and experience of the individual involved, and shaping a big 

picture of what they want their community to be, grassroots leaders serve their 

communities well (ibid. 2009). 

3) In developing grassroots leaders, the best results are achieved by using a 

triple focus on the individual leaders, the involved organization, and the 

community or issue of concern. 

Concerns like these are fairly common for many leaders and potential leaders. 

Sometimes there are so many questions that a potential leaders never gates started. 

For most people, those questions centre around what skills are needed to strengthen 

and make progress on issues or community building. In this study, findings show that 

grassroots leaders got the most out of training, leadership development programs or 

technical assistance to an organization when there was a triple focus that is focus on 

the individual leader, the organization and issues or community (Marry Reynolds 

Babcock Foundation 1999 Annual Report).  

All training can be beneficial. Taking classes on public speaking, running an 

organization or starting up non-profits can be useful, particular for new leaders. In the 
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long run, though, the researchers found that you and your organization benefits the 

most when the training or technical assistance you receive pays attention to the 

connections between the skills you want to learn, how your organization is 

functioning and what’s next on your issues or community building agenda i.e. need 

for capacity building (ibid. 2009). 

4) Grassroots leadership works best when the decision to invest in developing 

grassroots leaders is a deliberate i.e. intentional, proactive and consistent. 

The first and most important commitment is the one make people think themselves as 

leaders and to develop the skills to make them effective, second part of the 

commitment encouraging others to develop their leadership skills and the third 

commitment is to invite stakeholders like funders, and training and technical 

assistance organizations to involve in the processes. Grassroots leadership is 

dynamic, so there always was be changes. The point is to be consistent when 

preparing for those changes by encouraging and supporting current and emerging 

leaders. The leadership development habit is contagious. It requires a few leaders, 

commitment and action to make it happen (the need of external stakeholders or 

external environments to the grassroots leader capacity building) (ibid.2009). 

5) Grassroots leadership encourage funders and support organizations to take 

actions that support the efforts of grassroots leadership.  

Most leaders have to work at not becoming overwhelmed or isolated. The real 

challenges is not becoming so focused on a single issue or on a small group of allies 

that you lose sight of the bigger picture and become isolated, from people and 
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resource that could be useful. Most grassroots leaders who have had an opportunity to 

obtain help from a training or technical assistance organization found it quite useful. 

Similarly, there are number of ways that funders can be helpful. When organization 

seeks out helpful support organizations and funders, they are more successful in 

building and strengthening their community. Bringing new resources to the table 

always helps move a group closer to its goals. (The need of external stakeholders to 

support capacity building strategy at the grassroots level) (ibid. 2009). 

In summary; grassroots leaders are to be motivated, developing grassroots leaders is 

developing whole community, when you develop the whole community the best 

result are achieved. The best result cannot be achieved without involving substantial 

investment of capital and this capital should be given and supported by stakeholders 

for grassroots leadership of which main actor in this context is the central 

government.   

The researcher has agreed with this assumption and it can been used as hypothesis of 

this study as hypothesis one, two and three is concerning on the role of grassroots 

leaders to governance processes and hypothesis four and five, is concern with the 

need for capacity building to the grassroots leaders and the role of external 

interventions. 

2.1.3  Capacity building 

Is a development of knowledge, skills and attitudes in individuals and group of 

people relevant in design, development and maintenance of institutional and 

operational infrastructures and processes that are locally meaningful (Groot and 

Moolen, 2001) UNDP(1997) and OECD. Capacity building is the process by which 
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individual, groups, organisations, institutions and societies increase their abilities to 

perform core functions, solve problems, define and achieve objectives and to 

understand and deal with their development needs in broad context in a sustainable 

manner. The definition of Groot and colleague (2001), is promising as it has 

mentioned some of the attributes related to this study such as human resource and 

institutional however, more emphasizes was given on the  local authorities and not in 

the  grassroots levels in particular.  The definitions by UNDP and OECD is too 

general and has a focus on developments rather than governances processes, this 

multi-lateral institutions  tends to universalise because it deals with various countries 

and issues. From this gap, the aim of this study was to build capacity at grassroots 

leadership and governances in Tanzania a case of Morogoro Municipality 

2.1.4  Grassroots leadership capacity building in Tanzania 

Local government of Tanzania, had no power until (1998/1999) when the Prime 

Minister Office decided to make changes on the legislation which enabled the 

government, to proceed with the implementation of the local government reform 

according to the government’s visions and objectives, for a strengthened local 

government system adopting it from CCM election Manifesto of 1995; 

recommendations from a National Conference on Vision for Local Government  in 

Tanzania(1996); local government reform agenda of (1996) and the likes (URT, 

1998). 

Policy Paper on Local Government Reform (1998) state that, capacity to implement 

these local governments reform measures must be established  at  the national, 

regional and council level to fulfil several capacity building needs at local levels such 

as organisation restructuring, retrenchments and introduction of training in a new 



17 

financial and staff management procedures etc. Based on the preliminary estimates 

the total indicative costs of the required preparations and central/regional level 

capacity building for phase I (2004-2008) was USD 5.1 mill. In-depth changes is 

around USD 130,000 per council in excluding retrenchment and other costs therefore 

for effective implementation of phase I estimated costs were USD 9.4 million. The 

introduction of phase II (2009-2014) was a panacea of the little success shown by the 

phase I but the most challenge facing these programmes is financial dependency from 

the external donors and grants which are not granted in time required (URT,1998). 

Summing up, above data point out that local governments capacity building in 

Tanzania has not yet started long time ago it possess 15 years of prevailing out of 

more than 50 years of independence,  also this information show that there ongoing 

efforts and initiatives taken by central and local government authorities’ gives hopes 

and lights to the reinvention and revitalization of local government’s authorities but 

the issues of financial dependency and grants from donors has remained unresolved 

from phase I(2004-2008) to phase II(2009-2014). Lastly most of the capacity 

building programmes and projects do not specifically pinpoints the fates of grassroots 

leadership and grassroots leaders capacity building on the process for a layman to 

know, as the emphasize is on region and council capacity building. 

2.1.5  Governance  

Is defined as a capacity to establish and sustain workable relations between individual 

actors in order to promote collective goals (Chazan, 1992:122). It was further defined 

by Galadima (1998:117) as; a process of organizing and managing legitimate power 

structures, entrusted by the people to the people, to provide law and order, protect 
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fundamental human rights, ensure rule of law and due process of law, provide for 

basic needs and welfare of the people and the pursuit of their happiness. 

Governance is legitimate in a positive sense when the government is installed by the 

people through institution arrangements that are put in place by the people and when 

the performance of the is adjudge good and accepted by the people and when the 

people have no power to remove the ruler in case of very grievous offence, such a 

government is legitimate and democratic. Although governance is practiced by 

political elites, its manifest in the condition of citizenry, it concerns the 

institutionalization of the normative values that can motivate and provide cohesion to 

the members of society at large (Chazan, 1992). 

Regardless the useful definitions of governance given by Chazan (1992) and his 

fallows but it only shows the processes of governing, but fails to explain to what 

extent do those who are adjudicated to govern should have capacity to do that 

exercise from the top to the grassroots in terms of institutional capability and human 

resources reinforcement capacity. From these arguments we can have some 

drawbacks that the ideas of good governance in Africa and Tanzania have failed 

otherwise just because the concept of capacity building for the actors especially at the 

operational stage i.e. grassroots level has been overlooked.  

2.2  Theories of Leadership Related to Concepts of Capacity Building 

2.2.1  Open system theory  

The study, is founded on the following theoretical perspectives. The open system 

theory is generally attributed to the Viennese theoretical biologist Ludwig Von 

Bertalanffy (1901-1972). It assume that no organization or network of organisations 
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function without constantly being influenced by the context, and at the same time 

influencing it. Like organisms, organisations are in a constant exchange with the 

environment: raw materials enter, products and waste leave, staff come and go, 

information and money flows in and out over the multiple open boundaries, which 

together delimits the organisation as a system. Organisational survival and growth 

depend on adapting to and influencing the changing environment, as well as on 

producing outputs that are valued by external stakeholders which again enables the 

organisation to obtain resources from the government or another sources. The context 

provides incentives to the organisation (s) and stimulating them to act in a certain 

manners. 

Though this theory emanated from the biological science field of study but it has 

been used in social science since 1950’s as guidelines for some various matters 

particulars those of recovery and constructions. This theory has been criticized by 

various authors as source of creating dependences (McAuley et al, 2007:10). Despites 

of the critics its values continuous to shine and prevails till today and that is why the 

researcher has decide to adopt it in this study. 
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Figure 2.1: Model of open system theory 

 

Source: Adopted from IACD, 2005 

 

In the context of grassroots leadership inputs consist of funds, staff, technology, 

materials, services and knowledge from all sources, within and outside the system; 

inputs are acquired outside the organisation and can be seen as part of the context, but 

they are of course only useful when brought inside, and they are tangible elements of 

an organisation’s capacity. Output are the direct product and services of organisation 

or services for grassroots institutions can be assessed in terms of governance 

processes. Context (environment) this is the factors outside the boundaries of the 

organisations and individuals, for the case of this study context or external 

environments is the role of local government and central government to Wards 

grassroots leadership capacity building. (McAuley et al, 2007:10).  
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2.3 Empirical Literature Review 

Empirical findings and data show that leadership in Africa and Tanzania contexts 

face some difficulties and the immediate need for intervention is highly encouraged 

to resolve or to eradicate these setbacks as discussion below show: 

2.3.1 Challenges of leadership and governance in Africa 

Most African leaders assumed their role with limited experience and training in the 

science of directing and effectively managing the affairs of a modern state (Kamuntu, 

1993:103). The challenge to African leaders is thus to develop the capacity that 

would enables us to strike a balance between the values of African societies and the 

governance that our nations must follow.  

Having no capacity to act for many African leaders leads to the absence of political 

among leaders which is a compelling force sound leadership quality, the ability to do 

what is right, what is relevant and what is attainable within the context of patriotic 

nationalism, it implies the ability to implement policies that have a nationalistic 

important and relevant without allowing pockets of interest to detract from what 

should naturally be a national benefit. (Isekhure, 1995:141). 

Kamuntu see the problem facing most of African leaders in general regardless  of the 

location this leader(s) situated such as lack of experiences and training are major 

limitation of most African he was specific on two attributes which related to human 

resources, forgetting that there are several to the field of human resource and 

institutional as well. Isekhure is alerting on the consequences of having no effective 

leaders in Africa as it may enhance or result on lack of political will and patriotisms 
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which is a compelling force for quality leadership which is paramount important. For 

those reasons this study has been set to build the capacity of leadership in Tanzania.   

2.3.2 Leadership in Tanzania (Nyerere legacy) 

In one sense all that I have been saying so far is a call for leadership.  We need 

people to lead others into an understanding of the concept of Ujamaa villages, to lead 

the members in the villages to promote good methods of husbandry and practical 

methods of organization; we need people to rally the members when they get 

discouraged, show them the way out of difficulties, and so on. Progress depend 

almost entirely on leadership at all levels; it needs leadership to get the groups 

started, and it needs leadership to maintain them to have grow here Nyerere was 

talking about having grassroots leaders who in one way or another work nearby the 

people.  

A good leader will explain, teach and inspire (J.K. Nyerere, 1973:9) only grassroots 

leaders are the one which may inspire people to whom they relate and not otherwise. 

A leader was lead by doing; he is in front of the people, showing them what can be 

done, guiding them, and encouraging them.  But he is with them.  You do not lead 

people by being so far in front or so theoretical in your teaching that the people 

cannot see what you are doing or saying.  You do not lead people by yapping at their 

heels like a dog herding cattle.  You can only lead people by being one of them, by 

just being more active as well as more thoughtful and more wising to teach as well as 

more wising to learn- from them and others (Nyerere, 1973:9, cited in Kopoka, and 

Paul 2008). 
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The role of a leader is crucial and good leadership was make all the difference to 

success “Leaders must be strong men, yet humble; they must be capable of ensuring 

that everyone does a fair share of the work-including themselves-and at the same time 

they must be wising to accept group decisions on basic issues, emphasizing the 

importance of capacity building nearer was in stinting on the need of having capable 

leaders who was ensure that very one does a fair share in work. Though he was 

talking this in 1970s but still the problem of incapable leaders is prevailing in 

Tanzania till today (Kopoka and Paul, 2008). 

2.3.4  Challenges of local government leadership in Tanzania  

Tanzania Country Level Knowledge Network (CLKNET) report (2011) has identified 

some structural and legal challenges facing the entire local government authorities of 

Tanzania one lease hold legal requirements for holding free practices, two slow pace 

implementation of legal and institution reforms, centralization of authorities, 

programs or projects mentality of issues council members. There is no doubt that 

Local governments of Tanzania is constrained with a lot of challenges although 

(CLKNET) report some legal challenges but for this study the more emphasizes is on 

human and institutional related attributes such as budgeting, planning and policy 

issues.  

REPOA (2010) report concludes that the LGRP core vision of promoting more 

autonomous local government was not achieved in the first decades of reforms. 

Although there have been important improvement in terms of governance and service 

delivery, several aspects of reforms need to be deepened, extended and more 

effectively implemented if there is to be more substantial progress. Specifically, its 

recommended that Local Government Authority need more autonomy: in order to 
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hold their staff accountable as well as plan implementation and expend according to 

local priorities report recommend several strategies but one related to this study was 

decentralization needs to be deepened and extended below district level: this would 

require a clarification of village/mitaa and committee roles, and fresh look “grass 

root staffs and their capacity” Access of information needs to be improved especially 

those concerns fiscal(transparency and accountability) and the last sector-specific 

intervention need to be implemented such as motivating personnel through pay 

reform initiatives and increasing essential and educated staffs from council to the 

grass roots,(capacity building necessity). REPOA findings make this study 

pragmatics and relevant as it aims to intervene in building capacity of grassroots 

actors and their institutional in general. 

2.3.5  Grassroots leadership in Tanzania 

Local government in mainland Tanzania and Zanzibar is divided into rural and urban 

authorities. On the mainland, urban authorities comprise city, municipal and town 

councils. In rural areas there are two levels of authority: district council and village 

council and township authorities. In urban areas the mtaa is the smallest unit within 

the Wards of an urban authority. In rural area the smallest units of village are known 

as vitongoji (also known as sub villages or hamlets). In mainland Tanzania there are 

22 urban councils and 106 district councils, five cities 10, 364 registered villages 

1795 mitaa/streets and 51,000 vitongoji and more than 2,000,000 ten cells((From 

Commonwealth Local Government Forum, Tanzania country Profile 2009).  

Districts and urban council coordinate the activities of village council and township 

authorities, which are accountable to the districts for all revenues received for day-to-

day administration. The village and township councils have responsibility for 
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formulating plans for their areas, and in most cases securing district approval. Village 

councils have between 15 and 25 members, made up of chairperson elected by the 

village assembly, all village councils of vitongoji within its areas and other member 

elected by village assembly. The term office for councillor is five years. The 

secretary to the village council is the village/mtaa executive officer (VEO). Women 

must comprise at least 25 percent of council (Ibid, 2009). 

Below the level of the local authorities there are a number of democratic bodies to 

debates local development needs. In the rural system the hamlets are composed of 

elected chairpersons who appoint a secretary and there are further members, all of 

whom serve on the advisory committee. In urban areas the recently established mtaa 

committees, unlike those of hamlets, have a fully elected membership comprising a 

chairperson, six members and an executive officer. These committees provide a 

grassroots link to the Wards structure, and mobilize participation in local 

development (ibid, 2009). 

Grassroots institutions are now required to promote and ensure democratic 

participation and governances. In principle, one of the main ways in which this 

occurs is through village and street meetings, which fulfil a critical role as 

consultation and information forums for citizens. The process begin at village, mitaa 

or at ten cell level where people present their needs and priorities (ibid, 2009). 

District council has the formal powers to decide which projects are funded by public 

funds in a village. The assumption is that, as the Councillors who are major 

stakeholders at the council are the representative of the people, and then it means that 

the people have participated. District councils have the capacity to look at the 

proposed development project comprehensively, within the framework of available 
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funds and the general policy and priorities of the state, available human resource 

capacities, their access to donors and development-oriented civil society 

organisations. Once funds are allocated to a village project, the sub-village and the 

village/mtaa chairpersons, in conjunctions with VEO, see to it that the fund allocated 

to the projects are dispersed according to the plan (ibid. 2009).  

Although this grassroots institutions, are pertained with a lot of responsibilities in 

Tanzania as above literature shows but no existing strategy that enable them to 

sufficiently fulfil their duties and responsibility, in the virtue of  promoting 

democratic and governance principles as more emphasize and the focus is on the 

capacity at districts level but non on grassroots levels. Still the need of this study is 

vital, in building grassroots capacity to make them vigorous in meeting the needs and 

expectations of new social orders. 

The table 2.1 below compose of the institutional set up of which, grassroots leaders 

operate are divided into three categories such as; political appointee, administrative 

appointee and direct elected representatives. 
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Grassroots leadership in Tanzania institutions, structures and functions related 

to governance. 

Table 2.1: Grassroots leadership 

 

Institution 

Political 

appointee 

 

Administrative 

appointee 

 

Direct elected appointee 

Local council 

(Upper level) 

   

Town 

Municipal 

 

DC 

Town, Municipal, City 

director 

 

Council chairperson or 

Mayor 

Local council 

(Grassroot 

institution) 

   

Division  Division secretary  

Wards  Wards executive officer Wards councillor 

Mtaa/street  Mtaa/village executive Village assembly 

VC   Village chair 

Village   Member of village council 

   Ten cell/mjumbe/hamlet 

 Source: Researcher’s own construct’s, 2014 

2.4 Conceptual Framework and Theoretical of the Study 

Theories of capacity building needs and strategies as explained before aim to show 

how changing expectations of modern societies (external environments) have brought 

on the needs of rigorous and vigorous grassroots leaders in terms of inputs, and 

processes requirement having an ultimate outcomes on governance’s processes. 

Capacity building, is needed on inputs and process part having an assumption that 
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better inputs such competent, well motivated, intensive capital, good plans, policies 

and strategies may results into better processes hence better outcomes as displayed in 

the figure 2.2 below. 

Figure 2.2: Conceptual Frameworks 

 

Source: Adopted from (McAuley et al, 2007:14) and redesigned by the Researcher, 

2014 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction  

This chapter presents the research design, study area, sample and sampling 

procedures, data sources, for both primary and secondary as well as data analysis, 

methods and techniques. 

3.1 Research Design 

This study, employed a cross-sectional research design; as cross-section provides 

information concerning the situation at a given time (Aaker, 2002).The aim of using 

cross sectional  design was to deal with a particular phenomenon at a particular time, 

as they aim to describe incidence of a phenomenon. Chrisshnaswmi (2003), a  cross 

section design helps the researcher to collect data in more than one case at a single 

point in time; therefore, because this study was set to describe the existing grassroot 

leaders situation that demands a capacity building, the adaptation of this method has 

been viable and appropriate.  

3.2 Study Area 

The study area, was Morogoro Municipality. Its selection was purposeful because of 

the needs and importance of the area. Morogoro urban consists of 1 division, 29 

Wards and 272 streets. Mazimbu is the largest Wards with 52,400 adult residents and 

17 streets, while Sabasaba is an urban Ward with a population size of 3002 adult 

residents and 12 streets. Morogoro region is connected by several other regions like 

Iringa, Dodoma, Mbeya, and Dar es Salaam, as well as Tanga and Pwani. Morogoro 

Municipality is at the centre, for that reason, the recommended aspects for the 
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grassroot leadership improvements were expected to have a positive implications to 

other suburb regions as displayed in the Table 3.1 below. 

Table 3.1: Summary of the grassroot leader: population and structure 

District name Division Wards Streets Ten cells 

Morogoro (U) 1 29 272 1632 

Wards 

selected 

  Population 

size 

 

Mazimbu    52400  

Sabasaba    3002  

Total   55402  

  Source: from UNHABITAT Report (2008) 

3.3 Sample and Sampling Procedures 

3.3.1 Stratified sampling  

The study, employed stratified sampling method to ensure that different groups of the 

population were adequately represented in a sample, so as to increase their level of 

accuracy when estimating parameters (Kothari, 2004:188). The advantage of 

stratified sampling is that when are designed properly is more accurately reflect the 

characteristics of the population from which they are chosen (Levin 2005:302). Three 

groups of the respondents were involved in this study; elected grassroot leaders such 

as ten cell leaders (TL), street chairpersons (SC) and Councillors, employed officials 

at the grassroots i.e. Wards Executive Officers (WEO), Division Secretaries (DS) and  

the local residents mostly who were the key informants, emanated from  the two 

Wards selected Mazimbu and  Sabasaba. 
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3.3.2  Purposive sampling 

In a purposive sampling or judgement sampling, the personal knowledge and 

opinions are used to identify the term from the population that are to be included in 

the sample. A sample selected by judgement is based on someone’s expertise about 

the population (Levin 2005:297). To this study, the  purposeful sampling was used to 

select Wards such as Mazimbu and Sabasaba, streets and ten cells, the criteria of 

selection was based on the populations needed and locations of the area. The  

purposeful sampling also was adopted to select leaders who in one way or another, 

were alone in their positions such as  the two (2) Councillors of  the different Wards, 

two (2) Wards Executive Officers of different Wards and one (1) Division officer 

were selected for the  interview. The selection, was helpful to the researcher to find 

out some accurate information with a less bias as the selected Wards of them was one 

from the centre of Municipality.  

The same principle was applied in the selection of the streets and the Ten cell leaders. 

The aim of using purposeful sampling was to have reliable information and data from 

the required key informants.  

3.4 Population Sampling 

3.4.1 Population sample 

Kothari (2004) states that, a population sample are the determination of the sample 

size; moreover, the sample sizes should be drawn from the population sample. For 

that case in this study, the population sample was obtained from the two Wards found 

in Morogoro Municipality, which were Mazimbu and Sabasaba. The total population 

were 55,402 including grassroot leaders and the residents. 
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3.4.2 Sample size 

Sample size is the exact number of items selected from a population to constitute a 

sample (Kamuzora and Adam 2008). Saunders et al (2000) suggest that, a minimum 

of 30 respondents to be included in a sample for sampling precisions, although this 

study has adopted Rwegeshoras’ formula (2006) to estimate the sample size, from the 

sample population of 55402 adults. The formula was also adopted to select residents, 

ten cell leaders and street chairperson because the formula fits on a large population 

size as displayed in the table 3.2 below. 

Rwegoshora’s formula (2006) 

              ……………………………………………. (1) 

Where by     

 n = Sample size, 

                     N= Total population  

                     x = Precision (1-10%) 

                     1= constant  

 N=55402 

X=10% 

Therefore n= 55402/1+ 55402 (0.1) * (0.1) 

n= 99 Therefore sample size 99 
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Table 3.2: Sample frameworks 

Source: Researchers own constructs, 2014 

The obtained sample from Rwegeshora’s formula was 99  

3.5 Data sources 

The overall objective of this study, was to examine the grassroot leader’s capacity for 

governance processes, to achieve this objective the study required both primary and 

secondary data, therefore, both primary and secondary sources data were analyzed 

and presented accordingly. 

3.5.1 Primary data sources 

Dixon, et al, (1999) defined primary data as data obtained by using observations, 

questionnaires and interviews. They are type of data obtained by first hand collection 

of data by the researcher, where s/he is going to the field and uses various methods of 

data collection and ensure that, data or information collected is truthful and valid.  

By the usage of a simple random sampling method, the researcher personally gave 

out the questionnaires to the ten cell leaders, street chairpersons and adults to fill. 

Sample Distribution Sample method Sample Size Percent 

Elected officials    

Adult community 

members 

Stratified sampling 41 41.4 

Ten cell leaders Stratified sampling 33 33.3 

Street chairpersons Stratified sampling 20 20.3 

Wards councillor Purposive sampling 2 2.0 

Wards Executive Officers Purposeful sampling 2 2.0 

Division secretary Purposeful sampling 1 1.0 

Bureaucratic officials    

 Total 99 100.0 
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And collected all the completed questionnaires from the leaders and citizen, which 

were administered to them. After the questionnaires had been filled out, the 

researcher ensured the respondents answered all relevant questions. In all 94 

questionnaires which given out were collected and gave giving a response of 100%. 

This was achieved because the researcher personally distributed and did the 

collection at the points in time.  

Interviews were conducted in the office of the Division Secretary and Wards 

Executive Officer. I did an interview with the Councillors at their residents after a 

day appointment. All interview lasted for almost an hour. The interview was 

conducted and the responses were written down by the researcher during the course 

of conducting the interview. The interview was well structured with all relevant 

questions clearly written down before the commencement of the interview sessions. 

(Appendix III). Question that were not included in the interview guide but were 

considered necessary were also asked during the interview session. 

3.5.2 Secondary data sources 

Kothari, (1990), defined secondary data as those data that are already available or 

refers to the data which have already been collected and analyzed by someone else. 

Secondary data include both primary data and published summaries. Secondary data 

were obtained from various documents found within the Municipal and other sources. 

These include research reports and municipal websites as well as the Municipal 

record books which were useful in obtaining the relevant data and information to 

supplement the primary data.  
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3.5.2.1 Documentary review  

Lincolin and Guba (1985) define a document as “any written or recorded material” 

not prepared for the purpose of the evaluation or at the request inquires but for 

improving the empirical knowledge. Document can be divided into two major 

categories: public records and personal documents. The Researcher has used public 

records as the nature of the research itself some of the public records which were 

used involved census, vital statistics reports, and the local government records. The 

gathering of this information was from the Municipal libraries, record keeping offices 

and others from the local councils. This helped the researcher to make comparisons 

of what was written and what existed in the actual situation. 

3.6  Research Tools 

3.6.1  Questionnaires 

Self administered questionnaires, were employed to this study for the purpose of 

serving time and reduced biases of interview to increase the reliability of this study. 

As self administered questionnaire can be used in a variety of techniques, the 

researcher himself can fill in a questionnaire by asking respondent’s series of 

questions or could handover researcher was hand the questionnaires to the 

respondents. (Kamuzora F. and Adam J. 2008:158). Questionnaires which consisted 

of mainly structured or close-ended questions were used to collect the primary data 

for the study. closed-ended question are known to provide  a control over the 

participant’s range of responses by providing specific response alternative (Borden 

and Abbot; 2002) The distributed questionnaires were (41) for community members, 

thirty three (33) for ten cell leaders and twenty (20) for street chair persons as it was 

obtained from Rwagoshora’s formula above.  It has been proposed by several 
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scholars like Kothari (2004) and Mc Nabb (2009) that the usage of a large sample 

increases the precision of the study and indeed reduces the sampling errors. The 

questionnaires for the ten cell leaders, street chairperson and residents had two 

sections.  The first section constituted with their background and also solicited 

information on the age, sex, educational level, rank the length of services of grassroot 

leaders. Another section of questionnaire covered mixed questions dwelt with 

research objectives. Questionnaires ware mainly structured or close-ended questions 

with a few open ended questions (Appendix I and II). 

3.6.2 Interview  

Interview method of collecting data involves the presentation of oral-verbal stimuli 

and reply in terms of oral verbal responses. This method can be used through 

personal interview (Kothari 2004:97). Qualitative information was obtained through 

structured interviews and covered issues on the objectives of the study. Five (5) key 

informants were interviewed; One (1) division secretary, two (2) Wards Executive 

Officers and two (2) Wards Councillors. The criterion for selection was based on 

their density and information they had they were a  few in number to access and they 

had vital information more than ten cell leaders, community members and street 

chairpersons. 

3.7 Data Analysis Techniques 

3.7.1 Qualitative analysis 

Because of the nature design of this study, far qualitative strategy has been adopted. 

The analysis of both primary and secondary has been the analysis of themes. These 

themes reflected the overall aim and objectives in this research and also echoed the 
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main areas arising from the review of literature and the answers from the 

respondents.  

3.7.2 Quantitative data analysis 

Quantitative data were analysed by using graphs, tables, and charts which fell under 

the category of descriptive statistics. Quantitative data were presented  by using 

frequency and percentage and  the instruments for analysing quantitative data were 

employed in this study such as Microsoft Excels and SPSS version 16 Computer 

programmes as well Microsoft word window seven (7).  The findings have been 

discussed in relation to the research questions, hypotheses, literature reviews and 

theoretical framework. 

3.8 Limitation and the Problem Encountered 

Minor limitation of the study was the inability to use a larger sample size. This was 

not possible because of time limitation and rather busy schedules of grassroot leaders 

and residents. That notwithstanding, the sample size used was reasonably large 

Findings can be generalized for the entire grassroot institution in Tanzania, however, 

with a caution. 

Even though questionnaire are known to have certain disadvantages such as low 

response or in accurate responses, restriction of freedom of responses, less 

opportunity for clarifications of responses among others, the personal involvement of 

the researcher at every stage of the study and the usage of interview, helped to 

obtained a detailed information about the issues studied and also achieved a high 

level of data consistency, reliability and accuracy. 
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As the findings have shown most of the grassroot leaders and residents were at the 

primary level, the researcher encountered with problems of converting questionnaires 

into Swahili language, which was convenient to most of them. The concern was on 

the translation barriers and errors, knowing the shortage of Kiswahili language. 

The limitation for the study was the ability to have the access to literature from which 

to draw the desired conclusions. It is well-known fact that because of the oath of 

secrecy, which most public servants swear, they seldom released information to the 

public and this led to a low response rate during the administration and interviews. 

This was minimized by an early administration of questionnaires and making early 

appointments with the key respondents. 
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CHAPTER FOUR 

DATA FINDINGS, PRESENTATION AND DISCUSSION 

4.0  Introduction 

This chapter focuses on the research findings, analysis of data, discussions and the 

interpretations based on the methodology selected in the study. These discussions and 

the interpretations also focus on the problems which have been identified in chapter 

one as well the research objectives/questions posed in the first chapter. 

4.1 An Overview of Morogoro Municipal Grassroot Institutions and 

Functions 

4.1.2  Grassroot institutions 

The Municipality lies within Morogoro district, and it is one of the six (6) districts of 

Morogoro region, other districts are Kilosa, Kilombero, Ulanga, Morogoro and 

Mvomero District Council.  Morogoro Municipality is divided into 29 administrative 

Wards including Mazimbu and Sabasaba and 272 hamlets. 

The council composed is by [29] elected Councillors from 29 Wards. Our of them are 

24 males and 05 are female. The chama cha mapunduzi has nominated 10 women 

councillors while the rest belong to the opposition women Councillors. There are 

three Member of Parliament in which one of them is elected and two are nominated. 

The two Wards of Mazimbu and Sabasaba have Councillors whom are from the 

ruling party CCM. 

Two Wards were visited during the study and both of them were close to the 

Municipal.  The Wards  are composed by  several staff whom  are  the two Ward 
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Executive Officers, WEO’s chair personal, and  Ten cell leaders; Mazimbu Ward had  

17 streets which are Modeco “A”, Modeco “B” Nguzo, Mazimbu Darajani, Reli and 

Boma, to mention of few them.  There are 12 streets  in Sabasaba Ward which are 

Mindu, Kiogo, Ngoto “A”, Ngoto “B”, Kikundi,  and John Mahenge. Each Street 

consisted of six ten cell leaders, there above 174 Ten cell leaders.  

4.1.2  Grassroot leaders functions 

Division Secretary 

 The Division Secretary is appointed by the Minister for Local Government, and s/he 

represents the lowest point (closest to the grassroot) in the central government 

chains. 

Functions of division secretary 

  The Division Secretary assists the District Commissioner in ensuring the  

laws and orders in the division are implemented as required by the constitution  

in addition to their s/he has the powers to enforce by laws in his/her areas of 

jurisdictions, as well coordinate development efforts in the Wards  and 

Villages, as well  promoting government policies. 

Wards Executive Officer 

The Chief Executive Officer for the Wards is sometimes referred as the Wards 

Secretary but more commonly are called Ward Executive Officers (WEO), and 

usually appointed by the District Executive Directors. 

Wards Development Committee (WDC) 

 The Ward development Committee is an important intermediary organ between the 

District Council and the village in rural areas and between the urban council and the 



41 

Street in urban areas. In a very Ward there is Ward Development Committee which 

consists of  

 Councillor  who represents the Ward and shall be the chairman 

 Chairpersons of the village councils within the Ward 

 Any other person who is a member of the district council and who is 

an ordinarily resident in the Wards. 

 All Village Executive Officers. 

 Women Councillors with preferential seats in the Wards 

Functions of Wards Development Committee 

 Wards Development Committee is responsible for insuring the 

implementations of decisions and policies of the District Council, as well  

the development schemes, which are  related to the Wards 

Street  

Street is part of a Ward and includes a part or a division of a township which is a 

situated within an area under the jurisdictions of an urban authority. It has a 

chairperson who is elected by a meeting of all the adult members of the street. 

There is Street Committee which is composed by more than six members whom are 

elected from amongst the residents of the Streets, The Streets Committee has been 

established recently a to enable transparency in conducting affairs in urban councils.  
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The functions of the Street Committee are: 

 To implement (urban) councils’ policies- 

 To advice the (urban) council on matters related to the development 

plans and activities of the Street. 

 To advise the Ward Development Committee on matters related to peace 

and security in the street. 

 To prepare and keep records of residents of the Street.  

 And to operate such other activities things as may be conferred upon by 

the Wards Development Committee. 

Ten Cell Leaders  

Are the structures of leadership at the lowest level of our community, immediately 

after the family household, and they represent 10 households and not above that. 

Functions of ten cell leaders 

 They keep records of their members 

 They provide support and counselling, to families in conflicts, thus, 

functioning as mediators and arbitrators. 

 They channel all  the relevant communication flowing from the street 

leaders, Wards and the district such  on issues are like school enrolments, 

immunizations and other campaigns 

 They register all visitors, friends or relatives who are staying with any 

household in their areas. 
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 They provide introduction letters to those applying for new jobs    

4.2.3 Grassroot leadership governance issues 

The Ten cell leaders meeting is being held once per month while a street meeting is 

held twice per month in a year, the Wards Council meeting held after every three (3) 

months in a year. Therefore the Ten cell leaders meeting are held twelve times in a 

year, while the street Council Meeting is held six times in a year and the Wards 

Council meeting, four times in a year. To every meeting, they emphasize on 

attendance, meeting schedules and timetable, participatory leadership, transparency, 

responsibility and accountability.     

4.2 Respondent’s Characteristics Descriptions 

4.2.1 Age of the respondents 

The Age plays an important role everywhere likewise in leadership, in Mazimbu and 

Sabasaba, data have shown  show that those whose ages were 18-28  years possessed 

(11.1%) 28-37 (13.1%), 38-47,  38-47, (53.5%), 48-57, (17.2%) and lastly 

respondents with  58-above years and were (5.1%) see figure 4.1 below.  
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Figure 4.1: Age of the respondents 

 

Source: Field Data, (2014) 

The above data generally show that, most of the respondents were 38-47 (53.5%).  

These data and information were provided by matured, experienced and adult people. 

Adults and retired people make their decision and judge the quality of their decisions 

after undertaking the appropriate strategies. These have been portrayed by social- 

behaviourists (Hershey and Wilson, 1997). 

4.2.2 Gender issues 

Data depicted from Mazimbu and Sabasaba Wards in Morogoro have revealed out 

that  99  of the  respondents, 60 (61%) were males and  39 (39%) females, from 

different administrative positions, others were common people whom were working 



45 

as grassroot leaders, some of were ten cell leaders, street chairpersons, councillors, 

Wards executive officers as well as division secretaries. Figure 4.2 below. 

Figure 4.2: Respondents distribution by sex  

  Sources: Field Data, (2014) 

Although the study consequently, was not set to investigate gender related issues but 

as far as respondents were of different sex it leads to discuss some matters concerning 

gender and sex. Respondents were of different sex who were not part of the 

leadership and they were (41) while leaders were (58). As it can be observed at the 

grassroot leadership activities in Mazimbu and Sabasaba Wards were dominated by 

males. This is contrary to the principles of decentralization which often is portrayed 

as a route to women empowerment and/gender equality. The decentralization was 

projected to increase the access of women could  to decision making and that women 

find it easier to participate in political representations in the  local areas under  an 

affirmative action (URT, 2006). 
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4.2.3 Level of education of the respondents 

Data have shown that, both adult citizens and the grassroot leaders collectively in 

Mazimbu and Sabasaba Wards in Morogoro Municipal, possessed different level of 

education. Those who had informal education were 7 (6.9%), primary schooling who 

reached class four were 9 (8.9%), completed primary school 58 (54.4%) prime 

secondary/high school 14 (13.8%) completed secondary school or high school 5 

(4.9%), post secondary qualifications and other than university from full technician 

college FTC and college education 3 (2.9%), none were post graduate as well those 

whom did not know their level of education see table 4.1 below. 

Table 4.1: Education level of respondents 

Level of education 

  Frequency Percent 

Valid Primary school completed 58 57.4 

 primary secondary/ high school 14 13.8 

 Some primary schooling 9 8.9 

 Informal schooling 7 6.9 

 Secondary school or high school completed 5 4.9 

 Post secondary qualifications other   than 

university 3 2.9 

 University completed 3 2.9 

 Post graduate 0 0 

 Don't know 0 0 

 Total 99 100.0 

Source: Field Data, (2014) 

 

Most responses which were given by the respondents were adults, and their ages were 

between 38-47 years male were possesses 61% of them and those who had primary 

education were 58%. This means that most grassroot leaders were primary school 
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levers, only a few of them had university education like the WEO and the Division 

Secretaries. 

4.2.4 Working experience of grassroot leaders 

Data below show that, grassroot leaders who worked 0-5 years were 3 (5.1%), 6-10 

years 10 (17.2%), 11-15 years 37 (63.7%), and those who  worked for 16-20 years 

and a few  of them above 20 years were 5 (8.6%) and 3 (5.1%) respectively see 

Figure 4.3 below.  

Figure 4.3: Respondents distribution by working experience 

 

Source: Field Data, (2014) 

 

As it can be observed above that, most of the respondents have been working 

between 11-20 years more than (70%) cumulatively, which means most of the 

respondents had a vast  experience despite of having a  lower level of education. 

Human resource management theories show that, there is a direct relationship 

between working experience and performance of duties as well as responsibilities.  
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“The first thing work experience does is gives you an insight into 

the kind of work you are likely to be doing. You may be given a 

specific function or task to perform whilst your there. It will give 

you a clear indication of whether you’re suited” [Bianco, 2000] 

4.3 Governance issues in Mazimbu and Sabasaba Wards  

4.3.1 Methods for grassroot incumbents 

The study intended to explore some issues of governances in the two Wards of 

Mazimbu and Sabasaba. One of the strategies used was to pose a question which 

stated that, how did you come to this position. Those who said through election were 

53 (91.1%), nomination or appointee 1 (1.7%) and 4 (7.2%) said through 

recruitments and selection. None declined as well other methods see Figure 4.4 

below. 

Figure 4.4: Techniques used for Incumbent  

 

Source: Field Data, (2014) 

 

In general as data show above most of the grassroots leaders  (91.1%) are elected 

leaders.  election for ten cell leaders is held every 3 years, for street chairperson is 

held after 5 years corresponding with Councillors which is being held after 5 years 
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also [field data, 2014]. Election are at the very core of democracy. Because it gives 

people chances to elect their representative and they can gate ride of them if they 

dislike what they do. For such principle we may generally speak of the existences of 

some democratic attributes .  

4.3.2  Grassroot leadership participation processes 

There are several factors, which can be used to measure  the participation of people in 

different areas but the researcher decided to use two  of them, one being the tendency 

to attend community meetings and secondly how often they contacted with their local 

leaders. Those who said yes they have attended community meetings were 22 

(53.7%), who did not attend were 13 (31.7%) and those who did not understand if 

they attended were 6 (14.6%). In the case of the how people of Mazimbu and 

Sabasaba contacted with their local leaders, 12 (29.2%) said that they contacted with 

councillor 1 said division secretary, 2 contact with Wards executive officer, 5 with 

street chairperson, 21(51.2%) said with ten cell leaders and 1 said he had never 

contact with any of the above constituting (2.4%), (4.8%), (12.1%), (51.2%) and 

(2.4%) respectively as displayed in the figure 4.5 and table 4.2 below. 
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Figure 4.5: Respondents meeting attendance 

 

Source: Field Data, (2014) 

Table 4.2: Respondent degree of contact with their grassroot leaders 

Degree of contact 

  Frequency Percent 

Valid Ten cell leader 21 51.2 

 Councillor 12 29.2 

 Street chairperson 5 12.1 

 Wards executive officer 2 4.8 

 Division secretary 1 2.4 

 None of the above 1 2.4 

 Total 41 100.0 

Source: Field Data, (2014) 

4.3.3 Accountability, transparency and performance 

Accountability ensures actions and decision taken by public officials are subject to an 

oversight so as, to guarantee the government initiatives to meet their objectives and 

respond to the needs of the community, they are meant to be benefiting thereby 

contributing to better governance. If this is the issue, several questions were asked in 
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a single table and respondents were required to act in response, with an option to 

agree or disagree.  

Those who agreed with the statement that grassroot leaders were corrupt were 10 

(24.3%) disagreed 31 (75.6%) fear to perform their duties and responsibility agreed 8 

(19.5%) and those who disagreed were 33 (80.4%,) Most grassroot leaders were poor 

in terms of the skills and knowledge 36 agreed whilst  5 disagreed with (87.8%) and 

(12.1%)  in the same order, while who  did not like to disseminate information to 

people 15 (36.5%) agreed those who disagreed were 26 (63.4%), Grassroot leaders 

who did  not push demands for people to the higher authorities i.e. the central 

authorities and local government 10 (24.3%) agreed 31 (75.6%) disagreed, lack the 

capacity to implement some programs 38 (92.6%) agreed to 3(7.3%) disagreed, 

however for the need of grassroot leaders at our residences 11 (26.8%) agreed  and 

who disagreed were 30 (73.1%) see  figure 4.6 below. 

Figure 4.6: Issues related to accountability  

 

 

 

 

 

 

Source: Field Data, (2014) 
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In general, respondents had a very good perceptions on the existing needs of having 

grassroot leaders, at their areas of jurisdiction from the figure 4.6 above the posed 

question on whether “there is no need of having grassroots leaders” 30 (73.1%) 

disagreed with this statement whilst 11 (26.8%) agree with the statement for that 

reason the need of having grassroots at the areas of their jurisdiction is of so high.  

The general perceptions of the respondents who occupied different positions at the 

grassroot leadership, to implement of governance activities such as participation, 

display of information, accountability and the like, poor success, those who said poor 

success were 25 (43.1%) little success 25 (43.1%), much success 6 (10.3%) and 

normal successful 2 (3.4%) while no one was confident to say very much success.    

Figure 4.7: Respondents perceptions on the implementation of governance 

principles 

 

Source: Field Data, (2014) 
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4.3.3 Grassroots needs, power and responsibility 

The followings are the stated basic functions of the local government of Tanzania: 

maintenance of law, order and good governance, promoting of economic and social 

welfare of the people within their areas of jurisdiction and ensuring effective and 

equitable delivery, of qualitative and quantitative services to the people within their 

areas of jurisdiction (URT, 2006). The stated functions, are universally applied but 

the researcher intended to understand  specifically  how Mazimbu and Sabasaba 

Wards leaders would involved in, especially their duties which were related to the  

governance. 

Data have revealed that valid solving community problems were 18 (43.9%) 

implanting local projects policy and programs 16 (39.0%) leading seminars, meetings 

and workshop 5 ( 12.1%) involvement of people to implement local projects policy 

no programs 4 ( 9.7%) engaging in economical collection taxes 0 other activities 0 

see table 4.3 below.  

Table 4.3: Specific functions of the grassroot leaders 

Specific functions 

  Frequency Percent 

valid Solving community problems 18 43.9 

 Implementing local projects, policy and programmes 16 39.0 

 Leading seminars, meetings and workshop 5 12.1 

 Involving people to implement local projects, policy 

and programmes 4 9.7 

 Engaging in economical issues like rising funds, 

collecting tax etc. 0 0 

 Other activities 0 0 

 Total 41 100.0 

Source: Field Data, 2014 
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4.3.5 Performance of the grassroot leaders 

In response to the question of how do you rate the performance of your grassroot 

leaders the response. Respondents who affirmed to rate the performance of the 

grassroot leaders,  who rate very good performance were in a marginal line 

comparable to other as were 3 (7.3%), for very good performance, good performance 

5 (12.1%), poor performance 6 (14.6%), poor performance 10 (24.7%) and normal 

performance were 17 (41.4%). was as follows as displayed in the table 4.4 below. 

Table 4.4: Performance of the grassroots leaders 

Rate of the performance 

  Frequency Percent 

valid Normal performance 17 41.4 

 Poor performance 10 24.7 

 Very poor performance 6 14.6 

 Good performance 5 12.1 

 Very good performance 3 7.3 

 Total 41 100.0 

Source: Field Data, 2014 

4.3.5 Existing mechanism for informing people   

Most government officials interviewed claimed that, they informed the local people 

about any development programs, through their elected representatives. They also 

opined that this were the representatives’ duties, to inform their people, since they 

were not instructed by the government laws to go to of the people.  

 “...we share detailed planning and budgeting with public 

representatives. Now, it is their [representatives] duty to further 

disseminate the information to the mass of the people (interview 

with WEO).  
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“We cannot provide details about projects to all the people. We 

usually inform their local representative about it, and it was 

their responsibility (representatives) to inform the people” 

(interview WEO).  

“I provided detailed schedules of the project to the Chairman, 

and it is the chairman’s duty to inform his people. The 

chairman is a very popular leader and most people were 

convinced to participate (wising to move) in the program” 

(interview with WEO) 

4.4  Factors Influencing Capacity Building 

4.4.1  Training activities 

Training, involves an expert working with learners to transfer to them a certain areas 

of knowledge or skills, to improve in their current jobs (McNamara, 2008). It can be 

observed that most respondents affirmed of being trained 27 (46.5%), did not know 

whether they have been trained 22 (37.9%) in a very surprisingly way 9 (15.5%) of 

them negatively said they have never trained as described in (Table 4.5) 

Table 4.5: Respondent level of understanding training activities 

Training 

  Frequency Percent 

Valid               Yes 27 46.6 

 Don't know 22 37.9 

 No 9 15.5 

 Total 58 100.0 

Source: Field Data, (2014) 

 

The study also, aimed to understand for those who have been trained what was the 

purpose of training, in response to the question whether training was of what 

purposes  for those  a few who said  training was for the  development purpose as 

well other purposes were 3 (5.1%), by human resource management purposes 5 
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(8.6%), governances purposes 7 (12.0%), in advance 10 (17.2%), and the  for last 

group were  for the local project management 30 (51.7%) see table 4.6 below. 

Table 4.6: Purposes of training grassroots leaders 

Training purposes 

  Frequency Percent 

Valid Local project management purposes 30 51.7 

 For leadership purposes 10 17.2 

 Governance purposes 7 12.0 

 Human resource management purposes 5 8.6 

 Development purposes 3 5.1 

 Other purpose 3 5.1 

 Total 58 100.0 

Source: Field Data, (2014) 

Respondents who said other purposes filled an open ended question which stated that 

if it was for other purposes please mention at least two of them; regarding  to that 

issue 3  (5.1 %) no explained at the above table 4.7 and the list below. 

Table 4.7: Other purposes of training 

Source: Field Data, (2014)                                                                              

4.4.2 Salary, wage and incentive issues 

When grassroot leaders were asked if they were paid only 8 (8.6%) replied yes who 

were are as Ward Executive Officers, Division Secretary and the Councillor. Most 

 Information and communication technology 

 Intelligence and investigations 

 Special assignments 

 Policy and record management 

 HIV/AIDS and Malaria protection 
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respondents 53 (91.4%) said they were not paid salaries or wages as they occupied 

positions of a  street and ten cell leaders  table 4.8 below. 

Table 4.8 Salary and wages of grassroot leaders 

Being paid wages or salary 

  Frequency Percent 

Valid No 53 91.4 

 Yes 5 8.6 

 Total 58 100.0 

    Source: Field Data 

Thus, generally majority of the respondents were not paid wages as it can be 

observed, as for the Councillors they were are not given a formal salary only 

incentives as one councillor replied during an interview.   

“Previous we were not inclined to be given even this incentive, 

the same as street chairperson and ten cell leaders but we have 

claimed for so long time that, we were volunteering until 2010 

general election...., we then were given an incentive of 250,000 

per month, despite of the enormous workload... in short the 

amount is not enough” [interview with a Ward Councillor]. 

“You know... this grassroot leaders are spending most of their 

time perform government and party manifesto duties, they 

should be employed and being given wages with formal salaries 

to serve lives,, they spend a lot of time sometimes they risk their 

lives because they were near the people, they contact directly 

with the people with diversities, therefore, they should be given 

something in return..............”[Detailed interview with the 

Division Secretary] 

4.4.3 Grassroot leaders working condition and satisfaction 

The question asked; to what extent are you satisfies with your working conditions, it 

can be observed that, neither respondents were very much satisfied with their 

working conditions nor with their working conditions at all together (0%), most of 

the respondents pointed that, their normal satisfied (average) with their working 
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condition 30 (51.7%), lower satisfied were 26 (44%) a few were much satisfied 2 

(3.4%). It very interesting to observe that no respondent whose response was not 

satisfied at all with their working conditions and also nor one was satisfied very 

much, this gives room to suggest for further improvements of the conditions because 

it seems grassroots leaders liked to  work and that why they were satisfied though not 

of that much extent. Those interviewed responded that the mainly reason for 

dissatisfaction due to lack of working tools especially stationeries see table 4.9. 

Table 4.9: Respondents working condition satisfaction 

Extent of satisfaction 

  Frequency Percent 

 Normal satisfied 30 51.7 

 Lower satisfied 26 44.9 

 Much satisfied 2 3.4 

Valid Very much satisfied 0 0 

  Not satisfied                      0 0 

 Total 58 100.0 

Source: Field Data 2014 

“We lack working tools here, sometimes we decided to buy 

some stationery by our own money to make accomplishments of 

tasks in time..., I’m a Councillor but the situation is worse at the 

ground level” [interview with a Councillor].    

Lock (1976) describe job satisfaction as a “pleasurable or positive emotional state 

resulting from the appraisal of one’s job or job experiences” Hulin and Judge (2003) 

job satisfaction includes multidimensional psychological responses to one’s job and 

such responses have cognitive (evaluative), effective or (emotional) and behavioural 

components. For that case, normal satisfactions of most respondents have been 

caused by several factors from the trends, one being the needs and functions of 

grassroots leaders (71.3%) wages as most of the respondents have said they are not 
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being paid wages (86.3) and the likes therefore having such situation is very difficult 

to satisfy with work in very much extent . 

4.4.4 Working tools 

Regarding the necessity of having adequacy tools for satisfactions the researcher also 

aimed to know which tools were essentially used in the day today activities at the 

grassroots leaders, among the several pointed tools, from those who have been 

interviewed they said that, there must be an abundant of working tools to accomplish 

work at the required time as well as meeting the deadlines. 

“You know that the government gives us a lot of tasks to 

perform but with insufficient resources to attend those tasks and 

duties, as you can observe here we have nothing rather than 

outdated chairs and tables” [an interview with WEO] 

“...we, at the lower level are the one who do a lot of tasks than 

those of the  higher level of government but  if is very unfair we 

are the most neglected group.... we need as more resource as 

sometimes better enough, than those plenty at the higher 

government....”[interview with WEO]   

  

Basic equipments which were suggested by the respondents to improve their working 

performance see table 4.10 below. 
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Table 4.10: Working tools for grassroots leaders 

Basic equipments 

Pen 

Notice board 

Marker pens 

Writing pads 

Mike and speakers 

Offices 

office chairs and tables 

Computer 

Printer 

Electrical 

photocopy machine 

Source: Field Data, (2014) 

4.5  Institutional Factors Which Hindered Capacity Building at Mazimbu 

and Sabasaba Wards 

4.5.1 Legal frameworks (central domination) 

In response to the question which stated that: “What do you think are the major 

problems i.e. related to human resource payments wages, salaries and skills 

developments and promotions and institutional i.e. policy, budgets and technology 

which pattern you as in such a way that, when eradicated or reduced may enhance 

effectiveness of the system in promoting good governance? Responses which related 

to policy and laws were as follows: 

“The government has introduced D by D policy yes or not? The 

question was Asked to the another question to the researcher ... 

Researcher, who replied yes, do you know what does it means? 

Asking again researcher said it means decentralization by 

devolution. Okay if so (continue...) we at lower government 

most of our duties and responsibility are central planned, we 

are not doing at our own fate here... that means that policy is 
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not working any more there is no decentralization by devolution 

any more, the emphasize is on part manifestation and interest of 

the state officials, our interest are being neglected despites of 

being near by the people... [An interview with Division Officer]. 

 

Other source of central domination 

Nine major controlling functions which are articulated in the (local government 

ordinance 2000) are stated below:  

1. The National Government exacts legislation on local bodies and formulates 

detailed rules, relating to conduct of elections, business, powers and duties of 

chairmen, assessment of taxes, preparation of budgets, making of contracts, 

appointment and service matters of local government employments, accounts 

and audits. Even when the  local government bodies make regulations, these 

are to be approved by the central government;  

2. The Central Government has the final authority in the determination of the 

size and boundaries of the local areas territory;  

3. The Central Government has the power to decide on the structure and 

composition of the local areas;  

4. The Central Government substantially controls the personnel system of local 

bodies, for example: appoints the Division Secretary 

5. The Central Government controls the functional jurisdiction of local bodies. 

Besides, designated functions (as in ordinance), the government can assign 

any other function to a local body;  

6. Inter-institutional disputes within local body areas are to be settled by the 

central government;  
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7.  In the field of finance the, government supervision and control is wide and 

strict. In   addition to  the financial control in general, the central government 

can wield power by reducing or enhancing Grant-in-aid to  the local bodies; 

for example: divisional commissioner and DC are authorised to visit 

development projects and inspect functions of WEO’s  and others  

8. The central government asserts control and supervision over general 

administration of local bodies. The central government, may order an inquiry 

into the affairs of a local body generally or into any particular affair either on 

its own initiative or on an application, made by any person to the government; 

and  

9. The central government has the power to dissolve a local body on charge of 

gross inefficiency, abuse of power, or inability to meet financial obligation.  

As a result of sustain all these vital functions, the central government and its 

representatives at the field levels, are still played a substantial role in local 

government institutions (Ahmad 1991; Sarker 2006b; Zafarullah & Khan 2005). 

Exercise of these powers by the central government or its field representatives, could 

be considered as a kind of autocratic practice (Blair 2005). Virtually these unequal 

power distributions are also responsible for creating a hostile and distrustful relation 

between local government institutions and local government officials. 

4.5.2 Financial autonomy 

The researcher, was interested to oversee the financial capacity of the grassroot 

leaders, for that case, those with financial autonomy at the Wards level are Wards 

Executive Officers. 
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They are responsible to collect revenues and plan the expenses as well as distribution 

of funds other level of government like SEO’s, ten cell leaders and street chairperson 

has no such authority. 

In accordance with this authority which so far has been inclined to WEO the study 

has found out that, first there was a deficit of funds, financial sources as well as 

Municipal council interference. From the interview conducted to two Wards 

Executive Officers their answers were so related. 

“we have been given power to collect tax to several Ward 

resources, such as guest house, bar and small shops but so 

badly after we have collected we are being forced to submit the 

collected fund to the municipal council then are the one with the 

decision to divide them at most we are being given the half of 

the total collected fund..... Still the returned fund are not being 

given in time and are not adequate to run day to day Wards 

activities” [The response from WEO]. 

4.5.3 Technology and information system 

Information and communication technology (ICT) advances the end of the 20
th

 

Century, has led to multiple convergences of content, computing, telecommunication 

and broadcasting. They have brought about changes in other areas, particularly in 

knowledge management and human resource development.  

It has impacted the way business is conducted, facilitated learning and knowledge 

sharing, generated information flows, empower citizen and communities as well. 

Since 1990’s the public service of Tanzania has initiated a serious of measures for 

transforming itself into becoming more efficient, effective, and customer oriented.  

This effort has put in place the foundations for what is now known as e-government. 

The establishment of ICT policy in 2003 was a panacea to engineer the effort. For 
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such effort the researcher need to know whether this system applied at the grassroot 

level. The responses from the interview were as follows: 

“As you can see this computer is mine, this is my laptop,  the 

government has not distribute any computer, internet and all 

other ICT to this level, neither be given funds nor grants from 

central government, for the issues involving ICT its not only at 

this lower level of local government but also at the Municipal 

level, data are manual prepared and recorded. 

 It happens sometimes that we lost data and records because we 

have no further options and alternative to keep them at our 

office. What is being called e-government and m-government 

for us is something else with other meaning”. [Interview with 

Wards executive officer]. 

Look our office by yourself, do you see computer here, is there 

any internet, printer, photocopy machines or any other ICT? So 

whatever you see is what is happening and exist. We only keep 

records in papers and store them in files. As your see the files 

there are very dirty and outdated we do not have even place to 

keep those files (shelves) we keep it in an open place as you see 

there [an interview with WEO]. 

 

Conclusions  

This chapter, has presented the primary data collected by the usage of questionnaires 

and interviews granted by leaders and residents, in the two Wards as it has been 

discussed side by side in relying on the research objectives and research questions. 

 

 



65 

CHAPTER FIVE 

RECOMMENDATION AND CONCLUSION 

5.0 Introduction 

This chapter, discusses the findings of the study and draw conclusion based on the 

findings that emerged. Recommendations for improving grassroots leader capacity at 

Mazimbu and Sabasaba Wards, has been included in this chapter as well as area for 

further research.    

5.1 General Summary 

The general aims of the study was to examine the grassroot leadership capacity for 

governance process in Morogoro Municipality. 

The study was guided by four research objectives and four research questions 

5.1.1 Summary of the findings 

The following are the summary of the findings 

i. It was found out that, grassroot leadership institution in Morogoro Municipal 

was the same as other Municipals and urban area of Tanzania. Two Wards 

which were visited their administrative structures and process also were like 

other Wards of Tanzania set in urban areas, the differences was on the number 

of streets, number of ten cell leaders. Therefore Morogoro Municipal 

constitute with 1 division, 29 Wards, 272 streets, and 1632 ten cell leaders. 

The two Wards visited composed of 29 streets and 174 ten cells. Those 

institution were governed by division secretary, Councillors, Wards Executive 

Officers, street chair person and ten cell leaders (hamlets). 
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ii. The study has revealed the diversity of the respondent’s interims of age, sex, 

level of education as well as working experience. Most respondents were 

males (61%) primary level education completed (54.7%), aged between 38-

47(53.5%), experienced in work for about 11-15 years (63.7%). 

iii. The study also has revealed that, people contacted with their grassroot leaders 

but they did contact frequently with their ten cell leaders (51.2%) the  street 

chairperson, Wards Executive Officers Councillors and division secretary. 

They also have been inclined to attend community meeting (53.7%) do attend 

community meeting and they were representatives or leaders elected by using 

democratic system of the government through election because (91.1%) of the 

respondents said they were incumbents through election method.  

iv. On the issues related to accountability, transparency and performance the 

general findings show that, the need of having grassroot was high because 

grassroot leaders were the one who disseminated information to the people, 

push demand of the people to the upper level of government.  

Although they were less corrupt but they have been rated by most of the 

respondents that, they had low skills and knowledge and had normal 

performance (41.4%) on their duties, meanwhile grassroot leaders agreed that, 

they were between poor (41.3%) and a little successful (41.3%) in 

implementing the principle of governances.  

v. Obtained data proved that, a little has been done on training activities 

specifically on governances because respondents who said no and did not 

know if they were trained were at a cumulative of (53.4%), for the those who 
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said yes when asked what was the training purposes, most of them said it was 

for local project management purposes (51.7%), a little on the governance, 

leadership and human resource management specifically. 

vi. In exceptional of the Wards executive officer, Division Secretary who were 

formally paid salary and wages as well as Councillors who received an 

incentives of 250,000 Tshs per month, other grassroot leaders like ten cell 

leaders and street chairperson were totally not paid salaries. 

vii. Most of the respondents agreed (73.1%) that there was a need of having 

grassroot leaders at their areas of residence, especially ten cell leaders, street 

chairperson and Councillors because findings have shown that (51.2%) 

contact with their ten cell leaders.  

Furthermore, grassroot leaders were there to solve community problems 

(43.9%) the respondents said so, those who were the nearby the people to 

solve those issues are the ten cell leaders and street chairperson despites of 

this enormous tasks were not paid wages. 

viii. It was also found out that, lack of working tools and facilities,  poor working 

conditions an enormous task and unpaid duties have contributed to a lower 

(44.9%) and normal (51.7%) satisfactions of Mazimbu and Sabasaba 

grassroot leaders. 

ix. The researcher further discovered that, there was policy, laws and procedures 

which hindered the capacity of the grassroot leaders such as D by D policy, 

local government authority ordinance and political interferences.    
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5.2 Recommendations 

The following recommendations are made based on the findings of the study: 

i. Employments of grassroot leaders: there is a need for the upper level of local 

government i.e. council and districts as well as central government, to 

officiate grassroots leaders especially ten cell leaders and street chairpersons. 

Making them official government employee, to have their job descriptions 

which specifically state their duties and responsibilities; they will benefit from 

official salaries, wages and allowances each, according to the need and one 

according to the ability. This will stabilize their leadership through 

motivation. 

ii. Equipments and facilities: in regarding to the needs, responsibilities as well as 

duties of the grassroot leaders as the findings show, grassroot leaders must be 

inclined to have offices particularly ten cell leaders and street chairpersons 

who completely did not have offices and the offices which existed at the 

Wards and division levels, must be renovated and equipped with modern 

facilities and tools to enable them to coup with 21
st
 century world; of 

technology efficiency and effectiveness. 

iii. Training: most of the grassroots leaders have completed primary education; 

they worked by their experiences. They performed tasks and duties which 

required skills techniques and technological awareness i.e. local projects.  

For that reasons the necessity of training for grassroot leaders should not be 

overemphasized. New skills and techniques will be significant to their 
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performance and satisfactions, because there was a direct relationship 

between training, satisfactions as well as performance.  

iv. Autonomy: grassroots leaders are the one who deals with the people, they are 

aware of the needs and demands of the people. Therefore, they should be 

given the mandate to make their own decision, to solve their own problems 

without an interference from the central or upper level of local government 

i.e. full autonomies corporate bodies. 

5.2.1 Activities the government should apply to achieve the above 

recommendations: 

i. The Government in collaboration with PMO-RALG should prepare a 

comprehensive grassroot leadership policy. Its main objectives should echo 

the revitalization and reformation of grassroots institutions specifically to the 

ten cell leaders and street chairpersons. 

ii. It is imperative for the central government to insure that D by D policy is 

becoming realistic from the grassroot leadership to the upper level of the local 

government to strength the power and responsibilities of the grassroot leaders. 

5.3 Conclusions 

Therefore, in the current world of business, capacity building has been identified as a 

strategic tool for a competitive positioning. It’s therefore not surprising that, 

institutions are taking strategic decisions aggressively (in the short term), 

systematically (in the long term) and comprehensively developing their human assets 

in order to remain in the business. The upper level of local government i.e. districts 
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and Municipal Council, central government need to come to the realization that the 

mission and vision and desires to contribute to the development of Tanzania, will 

only be achieved by being more committed to the grassroot revitalizations by making 

strategic investments in the human capital and institutions in order to enhance the 

grassroots staff efficiency, and effectiveness for the governance processes.    

5.4 Areas for further research 

This study has been set to examine the capacity of grassroot leaders for the 

governance process in Morogoro Municipal council; Morogoro is an urban area 

hence the researcher recommends the same study to be done at the rural areas. 

More broad research on the grassroot leadership and governance, should be done to 

test the validity of the findings, in a broad context such as at the regional or country 

wise l as this study has only covered two Wards of the Morogoro Municipal.  

The researcher recommends a further study on specific grassroot institutions rather 

than a single institution to a very broader perspective.  

For a sustainable development in developing countries, the participation of women 

and the poor sections of society are highly encouraged by international development 

agencies and social workers (ABD, 2004). But this research did not try to assess the 

effectiveness of participation by women or poor group in grassroot leadership 

separately. Thus, a research could be conducted further to explore the effectiveness 

for the of women participation and poor groups in the grassroot leadership. 
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APPENDICES 

Appendix I: Questionnaire for the residents 

Dear sir/madam 

I’m a master’s student at the University of Dodoma (UDOM) pursuing Masters of 

Public Administration (MPA). I kindly requesting you to complete the following 

questionnaire, as the aim of this study is to examine the capability of grassroot 

leaders in the governance process to enhance accountability participation channels, 

transparency and maintaining community value here in Morogoro Municipal council. 

The information that you will give would have a value and benefits to you as a 

resident, to your leaders and to the Municipal as well. Note that, all this information 

will be treated as confidential and used only for academic purposes and not 

otherwise, so you are requested to feel free when you fill this questionnaire. 

Please fill the blanks and circle the appropriate answer 

(i) Name of your division Wards and the street 

Division........................................... Wards............................... street......................... 

(ii) Age of the resident 

a) 18- 28 

b) 28- 38 

c) 38- 48 

d) 48- 58 

e) 58- above 

f) Don’t know 
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(iii) Gender of the resident 

a) Male  

b) Female 

 

(iv)  What is the highest level of education you have completed 

a) Informal schooling 

b) Primary school completed 

c) Secondary school or high school completed 

d) Post secondary qualifications other than university 

e) University completed 

f) Post graduate 

g) Don’t know 

 

1) Whom do often you contact among the following grassroot leaders when you 

face a problem(s) 

a) Councillor 

b) Division Secretary 

c) Ward Executive Officer 

d) Street Chairperson 

e) Ten Cell Leader 

f) None of the Above  

 

2) What do you contact leaders mention at least five things 

a) .......................................................................................... 

b) .......................................................................................... 

c) ........................................................................................... 
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d) ............................................................................................. 

e) .............................................................................................. 

 

3) How often do the above leaders contact you when a problem arises on your 

street, Wards or division 

a) Very much often contacted with you 

b) Very often contacted with you 

c) Often contacted with you 

d) A little often contacted with you 

e) Never contacted with you 

f) Don’t know 

 

4) Do you have an access to information e.g. meetings, seminars and workshop 

necessary in your community 

a) Yes 

b) No 

c) Don’t Know 

 

5) What channel(s) of communication are used by your local leader to provide 

you with information 

a) Media channel i.e. radio, TV, newspaper and Magazine  

b) Meetings, seminars and workshops 

c) Orally through out loud 

d) Mobile phones and internet 

e) Others 
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If others please mention (two) 

...................................................................... 

......................................................................  

6) Have you ever attended any community meeting held by your local leaders 

a) Yes 

b) No  

If yes how many times 

................................................................................................................................... 

If no why give reasons 

.........................................................................................................................................

......................................................................................................................................... 

7) Who influenced you to attend community meetings, projects and programmes 

a) Your local leaders 

b) Your neighbour residents  

c) Your own influence 

d) Your family influence 

e) Others 

 

If others please mention at least two 

1) ...............................................,           2)......................................................... 

8) How do you rate the quality of the meetings, workshops and the seminars 

which are held in your residents by your leaders 

a) Very good quality 

b) Good quality 

c) Normal quality 
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d) poor quality 

e) Very poor quality 

9) Please ranks the following attributes to which when they was be used may 

increase the precision of the meetings, seminars and workshops from number 

1-8 

 

Attributes Rank number 

The use of modern technology such as mice, speaker, power 

points and computers 

 

Places or locations such as seminar halls, officers and the likes  

Regular meeting placed on weekend and holidays  

Competent people i.e. with knowledge and skills to held out 

meetings and seminars 

 

Involves all local residents with their local leaders  

Meetings should be held by central governments or local 

authorities and not grassroots leaders 

 

Incentives should be given to increase the morally of local 

peoples to attend 

 

No needs of having local meetings, seminars and workshops  

 

10) How would you rate the general capacity of your local leaders in terms of the 

material i.e. technology they possesses and the skills, knowledge they have to 

Wards solving community problems 

a) Very good capacity 

b) Good capacity 

c) Normal capacity 

d) Bad capacity 

e) Very worse capacity 
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11) Is there any need of having grassroots leaders i.e. Councillors, division 

secretaries, street chair personal, ten cell leaders in solving local problems and 

needs 

a) Yes 

b) No 

c) Don’t know 

 

If yes please rank them one according to the needs and important in solving 

community problems 

Grassroots leaders Rank number 

Councillor  

Division secretary  

Wards executive officer  

Street chairperson  

Ten cell leader  

 

If no why give reasons 

.........................................................................................................................................

......................................................................................................................................... 

 

12) What duties should grassroot leaders be involved in 

a) Solving community problems 

b) Leading seminars, meetings and workshop 

c) Implementing local projects, policy and programmes 

d) Involving people to implement local projects, policy and programmes 

e) Engaging in economical issues like rising funds, collecting tax etc. 

f) Other activities 
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If others please mention at least two 

1) ............................................................................................................. 

2) ............................................................................................................. 

 

13) How do you rate the performance of your local leaders in terms of promoting 

good governance i.e. participation and information disseminations 

a) Very good performance 

b) Good performance 

c) Normal performance 

d) Poor performance 

e) Very poor performance 

14) Agree or disagree with the following statements (measure of accountability)  

Statements Agree or disagree 

Most of the grassroots leaders are corrupt  

Most of the grassroots leaders fear to perform their duties and 

responsibility 

 

Most of the grassroots leaders are poor in terms of the skills and 

knowledge 

 

Most of the grassroots leaders did not like to disseminate 

information to the people 

 

Most of the grassroot leaders do not push the demands of people 

to the higher authorities i.e. central governments and local 

governments 

 

Most of the grassroots leaders lacks capacity in terms of, 

technology to respond to the needs and demands of people i.e. 

computer  

 

There is no need of having this leaders at our residences  

 



80 

15) In your opinion what do you think should be done to improve the situation at 

the grassroot leadership 

a) .................................................................................................................. 

b) .................................................................................................................. 

c) .................................................................................................................. 

d) .................................................................................................................. 

e) ...................................................................................................................  

f) ................................................................................................................... 
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Appendix II: Questionnaires for the street chair person and the ten cell leaders 

Dear sir/madam 

I’m a master’s student at the University of Dodoma (UDOM) pursuing Masters of 

Public Administration (MPA). I kindly requesting you to complete the following 

questionnaire, as the aim of this study is to examine the capability of grassroot 

leaders in the governance process to enhance accountability participation channels, 

transparency and maintaining community value here in Morogoro Municipal council. 

The information that you will give would have a value and benefits to you as a 

resident, to your leaders and to the Municipal as well. Note that, all this information 

will be treated as confidential and used only for academic purposes and not 

otherwise, so you are requested to feel free when you fill this questionnaire.  

Please fill the blanks and circle the appropriate answer 

 

(i) Name of your division Wards and the street 

Division........................................... Wards............................... street......................... 

 

(ii) Age of the grassroot leader 

a) 18- 28 

b) 28- 38 

c) 38- 48 

d) 48- 58 

e) 58- above 

f) Don’t know 
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(iii) Gender of the grassroot leader 

a) Male  

b) Female 

 

(iv) What is the highest level of education you have completed 

a) Informal schooling 

b) Some primary schooling 

c) Primary school completed 

d) Some secondary/ high school 

e) Secondary school or high school completed 

f) Post secondary qualifications other than university 

g) Some university 

h) University completed 

i) Post graduate 

j) Don’t know 

 

(v) Position held................................................................. 

1) For how long have you been working in this position 

a) 0 – 5 years 

b) 6 – 10 years 

c) 11 – 15 years  

d) 16 – 20 years 

e) More than 20 years 

 

2) How have you come to this position 

a) Through local election 
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b) Through nomination or appointee incumbent 

c) Volunteering 

d) Recruitment and selections/application 

e) Other methods 

 

     If others please mentions them ...........................................,................................ 

3) Have you ever been trained to enhance your skills and knowledge 

a) Yes 

b) No 

c) Don’t know 

 

4) If yes what was train all about if more than one circle it 

a) Development purposes 

b) Governance purposes 

c) Local project management purposes 

d) For leadership purposes 

e) Human resource management purposes 

f) Other purpose 

 

5) How do you consider yourself successful in promoting principle of good 

governance in your area of jurisdiction i.e. participations, accountability and 

transparency  

a) Very much successful 

b) Much successful 

c) Successful 

d) Little successful 
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e) Not successful 

 

If little successful or not successful what constraints you to do that please mention 

them........................................,...........................................,................................,...........

...........................................,............................................,................................... 

 

6) To what extent do you satisfied with your working conditions in terms of 

infrastructures and technology as well as sufficient of the material 

a) Very much satisfied 

b) Much satisfied 

c) Normal 

d) Lower satisfied 

e) Not satisfied at all 

 

7) Are you being paid wages, salary or incentives  as well as reWardss as 

motivation for better performance 

a) Yes 

b) No 

c) Don’t know 

 

8) Please mention some of the equipments normally use in the day to day 

activities in your area of jurisdictions 

a) .............................................................. 

b) .............................................................. 

c) .............................................................. 

d) .............................................................. 



85 

9) In your own opinion what do you think that when been provided by central 

governments, local authorities and other stakeholders may enhance your 

capacity to perform well? Please mention them 

a) ................................................................................................................. 

b) ................................................................................................................. 

c) ................................................................................................................. 

d) ................................................................................................................. 

e) ................................................................................................................. 

f) ................................................................................................................. 

 

Thanks for your response 
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Appendix III: Interview guide for division secretaries, Wards executives officers 

and   Councillors 

i. Age................................. 

ii. Education background..................... 

iii. Sex.......................................... 

iv. Division.......................................... Wards................................................ 

 

1) What do you think that are the major problems i.e. related to human resource 

payments wages, salaries and skills developments and promotions and 

institutional i.e. policy , budgets and technology  which pattern you as in such 

a way that when eradicated or reduced may enhance effectiveness of the 

system in promoting good governance? 

 

2) Who is the responsible to deal with those problems is it you or other 

authorities? 

3) Do yourself found satisfied with the prevailing situation around your working 

environments? If yes how if no why give reasons 

4) Do you have capacity to effectively promote governance principle in your 

area of jurisdiction, i.e. information dissemination, participation and project 

implementations? 

5) Do you often contact with central government officials especially to discuss 

some matters impedes your working condition? If yes what do they use to say 

if no why didn’t you contact them? 

6) In your opinion what should be done as an immediate solution to revitalize the 

existing situation by central government. 
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Date: .................................................................... 

Name: ................................................................. 

Signature: ............................................................ 

 

Comments by Supervisor 

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

.........................................................................................................................................

......................................................................................................................................... 

Date: ............................................................................ 

Name: ................................................................................ 

Signature: .......................................................................... 

 


