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ABSTRACT 

Tanzania as a member of Common Wealth and signatory of different campaign for 

people with disabilities and their rights to employment, embarked on various 

initiatives aiming at realizing the envisaged goals that are contained in the United 

Nations declaration on the rights of people with disabilities (1975) where 

employment to people with disabilities was one of the main agenda. Providing 

strategies and all efforts for realising employment to people with disabilities, yet 

their working environment is not taken into concern, therefore, the purpose of this 

study is to examine the challenges that people with disabilities are facing in public 

civil services in Tanzania, taking public higher learning institutions as the case. 

 In examining the challenges, there a number of mechanisms used in realising the 

employment issues to people with disabilities, whereby the impact of those 

mechanisms culminating to either solution to disabled problems or creation of more 

challenges. The study used the Professional Theory, the Social Model of Disability 

and the Needs Theory on making the association of the personal qualifications and 

limitations on fulfilling their needs due to the disabling environment caused by 

impairments. The study used cross-sectional survey on data collection through which 

interviews, questioners and documentary reviews were used. A total number of 80 

respondents were selected and data collected were analysed both qualitatively and 

quantitatively. 

The study unveils that present laws should be reinforced in order to realize the basic 

need for disabled employment, because when the working environment is secured 

resulted into improvement of disabled performances, meanwhile the obstacles to 

disabled employments and working environment limits their functioning which 

resulted to challenges on realization of disabled inclusion.. 
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CHAPTER ONE 

INTRODUCTION 

1.0 General Introduction 

The global support over the disabled basic rights are expected to tackle disabling 

barriers and enable them to acquire some kind of redistributive mechanism, which 

values diversity in which the disabled people should be treated as belonging and 

contributing to the communities in which they live and being comfortable to the 

place their working. It is worth noting that the Tanzanian government has 

progressively shown the interest in the welfare of people with disabilities. Despite 

the magnitude of the issue in the globe, both awareness and scientific information on 

disability issues and their challenges are lacking. There are few documents that 

provide a compilation and analysis of the ways countries have developed policies 

and responses to address the needs of people with disabilities. 

The provision of all these efforts that has been done to make equal and fare ground 

to people with disabilities in Tanzania but yet working environment is not supportive 

to People with Disabilities (PWDs) due to the fact that all kinds of disabilities have 

different kinds of needs and that on absence create barriers and difficulties to PWDs, 

for example deafness and need for sign language, blindness and needs for Braille etc. 

When considering the level of participation and the role of environmental factors 

there are fewer differences in the experiences. For example, people with all types of 

impairments experience the effects of an environment that is inaccessible. This 

study, therefore, attempted to assess the challenges facing disabled civil servants in 

the public civil services in Tanzania. This chapter was organized into six parts 

namely: introductory parts, background to the study, statement of the problem, 

objectives of the study, research questions and significance of the study. 
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1.1 Background Information 

The United Nations (UN) estimates that the proportions of persons with disabilities 

in the world are between 235,393,690 and 549,183,690 which means that nearly 10% 

of the world populations have some type of disabilities and two thirds of this 

population lives in the developing countries (UN, 1998). The International Labour 

Organization (ILO) estimates that there are approximately 600 million people 

worldwide who are classed as disabled (ILO, 2011). The Disabled people have 

reduced the capability of activity due to many difficulties they encounter in life. In 

the recent years, many studies show that people with disabilities continue to face 

obstacles in both social and economic development. Disabled people are prevented 

from exercising their rights and freedom and these make it difficult for them to 

participate fully in the society. Consistently, researches figures show that disabled 

people are three times more likely to be out of work than non-disabled people. 

There is overwhelming evidence from a variety of sources that the disabled people 

experience underemployment which resulting to substantially poorer quality of life 

than non-disabled peers (Disability Alliance, 1990). The United Nations and other 

Non Governmental organizations (NGOs), like The World Health Organization 

(WHO) and International Labour Organization (ILO) recognizes those challenges 

and come up with solution to maintain sufficient employment to People living with 

Disabilities (PLWDs). The tremendous effort has been made to remedy this situation. 

The disabled people represent the biggest definable disadvantaged group of people in 

the world over 600 million people worldwide have a physical, sensory, intellectual or 

mental impairments of one form or another, this is approximately 10% of the world‟s 

population approximately 470 million are of working age. Worldwide, estimates 

suggest that there are approximately 200 million young people living with some sort 
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of physical, sensory, intellectual, or mental health disability (Groce, 2004; UN, 

2010). Due to disabling social and physical environments, they are often deprived of 

opportunities to participate in education, employment, social community life, and are 

considered to be among the poorest and most marginalized  young people worldwide 

(Kembhavi and Wirz, 2009; Parnes et al., 2009; UN, 2010).  

A lot of programmes have been developed to create jobs for PWDs in many 

countries. Diversifications of economic principles adopted at the working place, 

modification of tools, machinery and other working equipment to support PWDs 

helps widen employment opportunities for the disabled (UN, 1993). The United 

Nation in 1982 proclaimed 1983- 1992 as the UN Decade of Disabled Persons. There 

are numbers of concrete objectives setting out In the World Programme of Action, 

concerning PWDs and it was ear marked and adopted by the General Assembly in 

December 1982. The aim was to promote effective measures to prevent PWDs such 

as equalization of opportunities as well as for rehabilitation and realization of full 

participation of PWDs. According to Michailakis (1997), the Decade of disabled 

Persons resulted in the Standard Rules where it was the first international instrument 

which specifically refers to disabled persons and contains a statement of the rights of 

disabled persons to equal opportunities for participation, and employment being one 

of the areas for Equal Participation (Michailakis, 1997).  

The Disability Discrimination Act of 1995 was enacted in the United Kingdom after 

the adoption of the standard rules, whereby national authority and local governments 

review the operation of accessibility standards to people with disabilities. The 

following measures have been promoted by the government in order to facilitate 

accessibility in the building environment: levelling of pavements, marking the 
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parking areas, installing automatic doors, lifts, accessible toilets, ensuring access to 

public places, improving accessibility in housing, providing financial support for the 

costs of adapting private buildings to the needs of disabled persons, installing special 

lighting and using contrast colours for visually impaired (Foreign and 

Commonwealth Office, 1996). 

In America, the government has put in place an executive structure which co-

ordinates the formulation of policies and the provision of services for people with 

disabilities to tackle disabling barriers and enable equal access. The Americans with 

Disabilities Act (ADA) was established, that prohibits any form of employment 

discrimination against a qualified labor with disability because of disability of such 

individual in regard to job application procedures, the haring, and advancement or 

discharged of employee compensation, job training and other terms, conditions and 

privileges of employment (Davidovich, 1996). 

In Africa, taking Ghana as case, the disabled rights to employment are enshrined in 

the national Constitution and other laws of the land to promote and protect the right 

of PLWDs. According to the National Disability Policy of 2000 the Ghanaian 

Constitution forms part of the main elements of the United Nations Standard Rule on 

equalization of opportunities for people with disabilities. The Rule provides an 

important framework for the Ghanaian Policy to achieve equalization of 

opportunities for persons with disabilities. The measures taken require expression of 

thoughts and feelings through programmes interventions. This policy identifies and 

explains the key areas for policy intervention in Ghana for people with disabilities. 

Disability in labor forces is one of the key facets of diversity and challenges to the 
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minority group are the concern of global public administration and public services in 

general.  

Tanzania as a member of Common wealth and signatory of different campaigns for 

people with disabilities and their rights to employment, makes employment to 

disabled people as the national strategies by creates and passed different laws and 

policies that support all matters relating to employment to people with disabilities 

(PWDs). At the international level, Tanzania is a signatory to various disabilities 

instruments such as United Nations Declaration on the Rights of People with 

Disabilities (1975) and the Standard Rules on the Equalization of Opportunities for 

Persons with Disabilities (1993), also Article 3 of the ICESCR obliges Tanzanian 

government and other member of states to ensure equal opportunity of men and 

women particularly set forth a decade of disabled persons (ICERCR, 1990).  

At the national level, there are laws passed to support disabled people in Tanzanian 

employment such as Disabled Persons (Employment) Act 1982 (No. 2).  Disabled 

Persons (Employment) Regulations 1985 as responses to UN standard rules, and then 

followed by the National Policy on Disability of 2004, National Employment 

Promotion Service Act 1999 (No. 9) and Employment and Labor Relations Act, 

2004. Despite representing a large part of the population, people with disabilities are 

largely invisible; their human rights are frequently and systematically ignored and 

abused. Providing all efforts that have been enunciated to foster and to improve the 

wellbeing of the people with disability, yet the government should adopt a proactive 

and planned approach towards these efforts of bringing into practices the eradication 

of inequality, negative attitudes and behavior of community, and of service 

providers, both in the government and voluntary sectors (Seeley, 2001). Integration 
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and inclusion of PWDs providing some evidence of disability mainstreaming in the 

national employment strategies, yet effective mainstreaming requires attention to 

implementation in practice not simply in laws. 

The current statistical information of the Integrated Labor Force Survey (ILFS) of 

Tanzania of 2006 noted that as of 2008, Tanzania had 20.6 million labor forces, the 

ILFS further stated that, out of the total labor force, 18.3 million were employed, 9.0 

million men and 9.3 million is women, That means, only 2.3 million people of the 

available labor force was not employed in Tanzania as of 2008.  According to the 

census of 2012, Tanzania is estimated to have a total population of 44.9 million, and 

among them 10% are people with disabilities over total population which is 

equivalent to 4.4 million (URT, 2013). The statistics as per the kind of disability is as 

follows people who are physically disabled 967, 932, people who are visually 

impaired 933, 363, deaf 691, 380, mentally disabled 276, 552, multiple disability 

138, 276, others 449, 397 that makes a total of 3, 456, 900 (URT, 2013). 

However, the real picture on the ground portrays quite a different outlook where 

there are millions of people, especially youths in cities who are jobless and most of 

them are PWDs. Social analysts, specialized in racism and sexism in employment, 

have identified two types of jobs in the modern labor market  that is 'primary' and 

'secondary' sector jobs. Primary sector jobs are those with high wages, high skill 

levels, good working conditions, job security, and ample opportunities for promotion 

(McRudden, 1981). People with disabilities who are civil servants mostly lying 

under a primary category. The percentage of disabled people employed in the Public 

Service is relatively small, and they are underrepresented at executive and 

managerial levels, the type of work which has been termed as underemployment 



7 

(Walker, 1982). Early intervention and prevention for disabled civil servant is 

extremely important whereby all noted challenges and attitudes need to be changed 

in order to ensure that the right to employment and service enjoyment for people 

with disabilities is realized. 

Participation of disabled people's in the workplace is severely limited by a range of 

factors both social and environmental. As a consequence disabled workers are far 

more likely to be out of work than non- disabled peers. This study therefore will 

helps stake holders to carry out study over findings and taking measures for all 

problems so as to make an idea of inclusive in public institutions is materialized. 

1.2 Statement of the Problem 

The world is currently struggling for disabled equal opportunity where United 

Nation established the standard rule on the equalization of opportunities to People 

living with disabilities (PLWDs). The standard rule has been developed from the 

experience gained during United Nation decade of disabled persons (UNDDP) of 

1983 to 1992, the aim was to promote effective measures to prevent people living 

with disabilities as well as for rehabilitation and full participation in the field of 

employment (UN 1993).  

This idea was adopted by many countries in Africa including Tanzania where she 

has been actively in both international and local initiatives for being a member of 

African decade of Disabled person and as a member of African Rehabilitation 

Institution (ARI).  After the adoption of the standard rule, Tanzania in practices set 

forth mechanisms by implementing number of laws, policies and documents 

pertaining to employability and improvement of working environment for People 

With Disabilities (PWDs) by creating friendly infrastructure, providing economic 
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security and enhance their independence as well as provides value and status to them 

(Boylan, 1991). Disabled civil servants face problems as they attempts to adjust the 

demands of living in their working environment. According to Sharma (1981), 

believed that disabled people face psychological, educational, employment and 

social problems, among these, the most difficulties is the adjustment to the hostile 

social forces in the society. 

Despite the efforts of the Tanzanian government to overcome the challenges that 

PWDs face in public services, yet there has been little improvement in the lives and 

employment of disabled people which makes difficulty for them to benefit from their 

occupations. In this light, the challenge confronting policy and law formulation on 

identifying PWDs, promotion of their demand, protection and to safeguard their 

rights needs to be viewed in a broader context beyond a single piece of legislation 

because they are not solving disabled problems. 

 Given the situation above, the proposed study aims at identifying PWDs, assessing 

mechanism used to address their challenges and examining the consequences that 

lead to challenges facing PWDs in public services, with the focus of defining the 

appropriate strategies to address their situation that limit their chances to participate 

in and cause others fail to tolerate and finally leaves their jobs. Their problems are 

not those caused by their disabilities only but also that of adjustment in the world 

that has a hostile attitude towards them, of which magnifies their troubles and 

threatens their existence as normal human beings.  

PWDs are facing psychological, educational, employment and social problems. 

Among these, the most difficult is the adjustment to the hostile social forces in the 

society (Sharma, 1981). It is from this background that the present study has been 
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conducted in order to widen the scope of understanding regarding the challenges 

facing PWDs in public civil services in Tanzania. 

1.3 Research Objectives 

In the course of addressing the topic at hand, the proposed study is divided into two 

sets of objectives.  These are general objective and specific objectives. 

1.4 General Objective 

To assess the challenges facing disabled civil servants in Tanzania using higher 

learning institution in Dodoma municipality as case study. 

1.4.1 Specific Objectives    

Specifically the research sought to address the following objectives:    

i. To identify and examine the mechanisms used to handle people with 

disabilities. 

ii. To assess the impacts of those mechanisms in addressing the concerns of the 

people with disabilities in their working places. 

iii.  To examine the challenges of realizing the issues of concern for the people 

with disabilities. 

1.5 Research Questions 

According to Maxwell (2005) research questions are what the researcher 

wants to understand in his or her study. It is a component which links to other 

components of the design. It also influences every other part of the study. It 

frames the phenomena in which the researcher is going to study, guides 

decisions about methods, and influences the conceptual frame work, 
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preliminary result and potential validity. The following questions were 

formulated in order to accomplish the goals of this research: 

I. How are the rights of persons with disabilities protected by special 

and general legislations? 

II. What are the impacts of those mechanisms in addressing the concerns 

of people with disabilities in their working places? 

III. What are the challenges of realizing the issues of concern for the 

people with disabilities?  

1.6 Significance of the Study 

Disability challenges in employments are a problem that the world has been unable 

to address. There are a very small number of employed disabled people in Tanzania. 

From the best of my knowledge and the researches done show that a lot of PWDs are 

on the street begging and others are able to work and qualify but still depend on their 

family members due to the unfriendly working environment. As stated above, PWDs 

also have the right to work and live an independent life just as the able-bodies do. 

The significance of this study is to examine what challenges do disabled civil servant 

in Tanzania encountered and what measures in practices has been taken to solve 

those problems despite all the policies and laws of protecting them from all form of 

discrimination, However policies alone cannot change communities‟ negative 

attitudes towards people with disabilities (Avoke, 2002). There must be close 

supervision on application and practices. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

The review of the related literature involves examining  documents such as books, 

magazines ,journals and dissertations that is relevant to the study in which research is 

about to conduct  Kombo and Tromph (2006). This chapter, therefore, reviews 

various literatures on issues related to disabilities and the associated challenges in 

employment and the societal as a whole. 

2.1 Definition  of Disability 

Disability is the umbrella term for impairments, activity limitations and participation 

restrictions, referring to the negative aspects of the interaction between an individual 

(with a health condition) and that individual‟s contextual factors (environmental and 

personal factors) (Leonardi, 2006).  

Impairment is lacking all or part of a limb, or having a defective limb, organism or 

mechanism of the body and disability as the disadvantage or restriction of activity 

caused by a contemporary social organization which takes little or no account of 

people who have physical impairments and thus excludes them from participation in 

the mainstream of social activities (Oliver, 1996). 

According to International Classification of Function Disability and Health (ICF) 

disability refers to difficulties encountered in any or all three areas of functioning 

which is body functions, activities, participation and environmental facilitation. The 

Convention on the Rights of Persons with Disabilities (CRPD), acknowledges that 

disability is “an evolving concept”, but also stresses that “disability results from the 

inter- action between persons with impairments and attitudinal and environmental 
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barriers that hinder their full and effective participation in society on an equal basis 

with others”. In this study disability will be defined as interaction in connection to 

PWDs that means “disability” is not an attribute of the person, while the term 

impairment can be defined as a total loss or decreased function of the body part that 

limits the performances and it is the form of impairment which caused disability 

however, a kind of decreased function or loss does not inhibit the opportunity to be 

employed. Therefore, in the current study the term disability will be used 

interchangeably with the term impairment because disability is a form of social 

oppression of which people with impairment experience considerable inequalities in 

all spheres of life including healthcare, education and employment. 

2.2 Theoretical Literature Review 

This section covers in brief the theoretical views and how they relate to working 

dimensions. This study was governed by Professionalization Theory, Motivation 

theories and Anti-Social Model of Disability. 

2.2.1 Professionalization Theory 

This theory was propounded by Eliot Freidson in 1994 where he argued that 

occupational group such as medicine, had previously engaged in a process of 

professionalization to secure exclusive ownership of specific area of knowledge and 

expertise. In obtaining exclusivity, occupational groups secure autonomy of practice 

which lead to economic reward and enhance status (Freidson, 1994). This theory 

focuses on how technical knowhow plays its role greatly on identifying individuals 

on different occupations since professionalization is a process in which a 

professional group pursues, develops, acquires and maintains more characteristics of 

a profession (Koster, 2002). Therefore, standing from this theory is that all 
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professional must be respected without any discrimination where the respect to their 

knowledge must be rewarded for economic gain. There are people with disabilities 

from the light of this professional theory that they must be treated equally as able 

body do simply because their employment based on merit and not favor. The typical 

attribute that disabled professional have is basing on a strong academic knowledge 

base (Abbott, 1988), consisting of formal or technical knowledge (Goodson and 

Hargreaves, 1996). Academic knowledge legitimizes professional work by clarifying 

its foundations and tracing them to major cultural values. In most modern 

professions, these have been the values of rationality, logic, and science. The 

disabled academic professionals demonstrate the rigor, clarity, and the scientific and 

logical character of professional work (Abbott, 1988: 54).   

 The fact of the matter is that when disabled persons are empowered by rights and 

opportunities, by the given equitable access to training and related services, they 

become productive entrepreneurs and active employees. However, the major 

problem of PWDs today is lack of quality skills to boost up their professions where 

there is a very significant association between educational achievement and success 

in employment, the disadvantage for disabled people in education and lifelong 

learning is a matter of major concern, to which attention should be directed as a 

priority. Providing professionalism of workers with disability but yet most of them 

face various challenges in employment   specifically in public services which base 

on physical, sociological, psychological and economic challenges which can be in 

form of negative attitudes of employers or work mates, unfriendly infrastructures, 

lack of working aids and technical aids and insensitive office buildings. 
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2.2.2 The Social Model of Disability 

Social model of disability has arisen in response to the growing global Disability 

Rights Movement, which has fostered a clearer understanding of the fact that the 

constraints faced by persons with disabilities reflect social, cultural and economic 

barriers, and are not inherently part of living with a disability (Barton, 1993). 

The British social model defined disability as the social oppression and not the form 

of impairment (Oliver, 1996). The model does not deny the problem of disability but 

locates it squarely within the society. It is not individual limitations, of whatever 

kind, which are the cause of the problem but society's failure to provide appropriate 

services and adequately ensure the needs of disabled people are fully taken into 

account in its social organization." (Oliver, 1996:32). The counts of disability from 

sociology and social policy have conceptualized the problem of disability using a 

range of theoretical approaches. Despite the fact that there are differences in 

emphasis, many sociological accounts have practically been shaped by a Parsonian 

paradigm. The paradigm stressing to the notion of the sick role where the disabled 

person gives over the shaping of their lives to medical professionals whose 

responsibility is to alleviate their „abhorrent and undesirable‟ situation (Parsons, 

1951).  

However, this theory is highly criticized by the biomedical model of disability that 

suggests that disabled problems and limitations is not mere environment but rather 

individual limitations. This approach suggests that the disabled individuals are 

unable to achieve a reasonable standard of living by their own efforts due to the 

physical or psychological consequences of impairment. It is no longer seen as an 

adequate explanation for the problems associated with impairment as it is now 
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rejected by the majority of the disabled people and their organizations (Bynoe et al., 

1991). The traditional explanations for the disproportionate economic and social 

deprivations experienced by disabled people rest on the assumptions of the 

individual medical model of disability (Oliver, 1986). 

The applicability of this theory in this study is that the society which disabled belong 

has great effect to their difficulties than disability. This is due to the fact that some 

impairment distinctions are straight forward. If architects include steps in a building, 

it clearly disadvantages the wheelchair users, and if there is no sign language 

interpreter, the deaf people are excluded but yet it could be suggested that the barrier 

free environment is an unsustainable myth a fairy tale‟ (Finkelstein, 1981). The 

social model suggests policy approaches based on human rights, integration, 

inclusion, universal design, and anti-discrimination measures. It holds to the premise 

that people with disabilities are entitled to the same rights as other human beings.  

The disabled people are, therefore, oppressed groups in the society by which to 

understand this phenomenon is necessary to grasp the distinction between the 

physical impairment and the social situation, called disability of people with such 

impairment, disability, therefore, represents a diverse system of social constraints 

imposed on people with impairments by a highly discriminatory society to be a 

disabled person means to be discriminated against (West, 1992). 

 However, the recruitment, hiring and retention of disabled workers is not a 

component of their diversity strategies but societal perception by creating fears that 

people with disabilities will be less productive than non-disabled workers, myths and 

stereotypes that comes as the root cause of much discrimination and exclusion at the 

workplace. Therefore, mentioned barriers that inhibit disabled people to the working 
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environment must not count as technical matters that can be solved for easy 

accommodation to disabled people. The negative attitudes toward employees with 

disabilities can result in discrimination. These negative attitudes stem from 

ignorance, misunderstanding, stereotyping, backlash and fear, therefore by removing 

environmental obstacles for someone with one kind of impairment may well 

generate obstacles for someone with other impairment. This means it is impossible to 

remove all the obstacles to PWDs, because some of them are inextricable aspects of 

impairment, not generated by the environment like bullying, stereotype or 

discrimination but some barriers that the disabled people face are largely the result of 

the social environment, lack of awareness and understanding of the appropriate laws, 

incentives and cultural rigidity are major sources of problem. If such barriers are 

removed PWDs they are going to enjoy a better working life.  

2.2.3 The Needs Theory 

This is the most popular and widely used theory for motivation in organizations, this 

theory was firstly propounded by the humanistic psychologist Abraham Maslow in 

1950s (Hoy, 2005). According to him individuals are motivated by unsatisfied needs 

of which are related to one another and are arranged in a sequential hierarchy basing 

on important for the betterment of the individual. He believed that within every 

human being there is existing hierarchy of five needs thus: 

Physiological need which termed as the first level of hierarchy and it consist of 

fundamental biological function such as hunger, shelter, clothes and thirsty, safety 

and security need make up the second level and act as the engine for the peaceful and 

smooth running of a stable society. Belonging, affections, acceptance and friendship 

needs mark as third level where in general carry extremely important in modern 
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societies. Esteem needs mark the fourth level .they consist of the internal esteem 

factor such as self-respect, autonomy and achievement of well as external esteem 

such as status, recognition and attention and Self-actualization as the fifth level that 

acting as a bridge for the growth to achieve ones potential and self-fulfillment. 

From the light of the above theory, the indication demonstrates that Maslow need 

theory is a relevant framework for the studies due to the fact that, theory is 

advocating the general understand about the source of individual needs. Therefore, 

labor with disabilities are striving for recognition and materialization of their basic 

needs as any individual in the same institution or organization are typically 

concerning about fulfilling their needs in the course of doing job and leaving them 

behind is culminated into poverty (Swartz, 2007). 

However, this theory does not directing exactly ways through which individual needs 

is to be obtained. Therefore, even disabled civil servants may have their expectations 

and needs by joining employment but yet there are numbers of berries that hinder 

PWDs to direct achievement and satisfaction for instance fears, stereotypes and 

discrimination that might hinder the expected needs to be mounted as result to 

distress to an individual‟s concern. Spector (1997), views human values as an 

essential in orienting an organization by respecting and treating staff fairly which in 

turn staff will reflect positively on their emotional wellbeing. 

2.3 Empirical Literature Review 

Disabled persons as a consequence of their disability have reduced capability of 

activity that causes many difficulties to life, work and studies.  The impact of 

disability on life activities may be different and depends upon the specific context. 

Such context includes environment of either urban or rural and type of country- 
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either developed or less developed and cultural societal norms as they relate to 

people with disabilities. 

Despite all efforts and steps that the Tanzanian government has undertaken to ensure 

equal opportunities and rights to employment, yet there is a number of difficulties 

that employed people with disabilities encountered on performing their day to day 

activities at their working stations and particular at higher learning institution. The 

sensitivity of the study setting changes in altitudes towards people with disabilities 

will be very easy to be adopted by other institution and potentiality of disabled 

inclusion will be easily to be understood. Therefore, the notion of inclusion in 

education  must go further to inclusion at working places as final stages of PWDs 

education which reflecting further that participation of disable persons in daily life is 

limited not only by their individual impairments, but equally by external barriers 

namely, environmental, social and attitudinal (Craddock and McCormack, 2002). 

Globally, challenges facing people with disabilities are taken to a very greater 

concern provided further problems that disabled workers are facing still the same but 

differ on attention. However, the fact of the matter is that proportion of disabled 

worker in Tanzania is extremely law. This is not only the problem of the third world 

countries but even developed ones where challenges that facing people with 

disability in globe is the same as what happened to Tanzanian Civil Services. 

Nevertheless, the consequences about the matter could be different from one place to 

another on addressing the problem and attention taken to overcome those disabled 

challenges.  
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2.3.1 Psychological Challenges 

People with disabilities in developing countries suffer greatly psychologically as 

those of developed counter apart, and these challenges can be stigmatization, 

unequal access unfair feelings of something of their interests. The psychological 

challenge on employment can affect a person's self-esteem. The self esteem is 

challenged by the negative remarks from supervisors and other work mates. The pity 

and sympathy received from people sometimes create sense of mental pain and 

geared to lowering a person's self -esteem. As explained above by Brown (1997), 

self- esteem is part of quality of life for a disabled person.  

The negative attitudes of employers towards PWDs are barriers that limit them from 

securing employment opportunities in the Public Civil Service, towards perpetuating 

the psychological challenges that facing PWDs America establish special  Disability 

Act that is American Disability Act (ADA) that aimed at raising a number of 

disabled people in labor forces however, in actual sense ADA makes the 

proportional of disabled workers who are in workforce to be the same even after the 

establishment of  law (Hotchkiss, 2003) .This implies that, despite  the estimated 

930,000 workers with disabilities, there are more than 7.7 million Americans who 

are either out of the labor force or unemployed (Henderson, 1994) . 

The ADA prohibit any form of employment discrimination against a qualified labour 

with disability because of disability of such individual in regard to job application 

procedures, the haring, advancement or discharged of employee compensation, job 

training and other terms, conditions and privileges of employment 

(Davidovich,1996). Shima et al. (2008) observed that people with disability in 

Europe labor forces faced the same problems that facing people with disability in the 
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world, as a result the European Union (EU) increases an emphasis to the European 

Union member states on strengthening the social and labor market inclusion of 

people with disabilities. They further showed that the key challenges that EU 

Member States faces with regard to people with disabilities are low employment 

rates, high dependency on benefits, rising public spending and an increased poverty 

risk among the people concerned. 

The equality of opportunity is the objective of the European Union's long-term 

European disability strategy (2004−2010). Its aim is to give the disabled people the 

opportunity to enjoy their rights to dignity, equal treatment, independent living and 

participation in society. The Centerpiece of the European Disability Strategy is the 

Disability Action Plan (DAP), which provides the framework to organize the 

mainstreaming of disability, disability issues and interests are incorporated into the 

framework of legislation and society, focusing not only on the needs of disabled 

people but also on the contributions they can make (EU , 2010). 

Also, the European Union has put in place the Racial Equality and Employment 

Directives (REED) that encompass every human being living or working in the 

European Union and forbid discrimination due to racial or ethnic origin, religion and 

belief, disability, age and sexual orientation. This includes (amongst others) a ban on 

discrimination relating to access to employment and self-employment, access to 

vocational guidance and training, and the membership of trade unions and 

professional bodies. In addition, the directives prohibit not only direct discrimination 

(i.e. when a person is treated less favorably than another on any of the mentioned 

grounds) but also indirect discrimination i.e. when people with disabilities suffer a 

particular disadvantage compared to others (Leat, 2007). The study in Ghana done 
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by Tetteeh (2013) found that PWDs in working areas facing discrimination of 

different forms, the majority of PWDs in formal employment (16%) of the 

respondent agreed to face discrimination, PWDs claimed that were often 

discriminated especially in terms of duties and responsibilities as well as during 

periods of promotions. This social barriers as the ones indicated by Thomas and 

Hlahla (2002) as often deter respondents from seeking job opportunities especially in 

formal organizational employment. 

2.3.2 Physical Challenges 

In Tanzania, the challenges of disabled civil servants have far history from the 

program reform of civil service in Tanzania that aiming at changing of the mind set 

of public servant toward greater orientation for performance result and increasing 

accountability this is due to the fact that inefficiency and weakness of civil service 

always increase government expenditure (Coorkery and Land, 1997). Therefore, the 

purposive establishment of this reform is to transform the culture of public service 

delivery to that demanding improved performance with emphasis on result and 

greater accountability through leadership development, building management 

capacity to develop staff. All of this reform did not take into account the qualified 

individuals with disability whom with or without reasonable accommodation can 

perform the essential function as the employment position that individual holds. 

Lack of access to assistive devices, technology, accommodations, support services 

and information Inaccessible buildings and communication and transportation 

systems are physical buries that hinder PWDs to explore their potentials. This is true 

when barriers are reduced and opportunities open up, disabled persons consistently 

demonstrate their ability to participate, thrive and contribute to the workplace and 
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the economy in general. Environmental designs encourage greater involvement of 

persons with disabilities as active participant in the society. Many studies have found 

that disabled persons participation in daily life is limited not only by their individual 

impairments, but equally by external barriers; namely environmental, social and 

attitudinal (Barnes and Mercer, 1997; Craddock and McCormack, 2002). 

Designing environments that integrate people with disabilities into regular 

communities so they continue to become more visible element in everyday life is 

necessary. This will change the public attitudes towards the person with disabilities 

in a significant way. The environment needs to be modified in relation to all aspects 

of life for example in employment, home living, community contact or leisure based. 

Furthermore, policies which make only specific buildings or work processes 

accessible do not achieve equal opportunities for disabled people in employment. 

Individual disabled workers are tied to a particular workplace or work situation. 

Their promotion prospects are limited because the rest of the firm might not be 

accessible, and they cannot leave their job knowing that there is another factory or 

office around the corner in which they can work (Barnes, 1991). 

However, PWDs need to cope with situation in their working places that will help 

them to change their self concept towards the challenges on physical environment by 

adaptive behavior. By this, it means that individual with disability can function more 

independently within the community and organization by coping with the physical 

and social demands of the environment. In turn, this contributes to the development 

of positive self-concept in persons with disabilities. Meanwhile, organizations on 

other hand should make audit of both the physical and social working environment 

to identify the actual barriers to employing persons with disabilities Self- concept. 
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Brown (1997) define self concept as a person‟s perception of self which is formed 

through experiences or interpretations of one‟s environment and is influenced by 

others where he pointed out that disability can be seen as an assault on a person‟s 

self- concept. Therefore, managing the physical environment effectively is central to 

positive self concept. One can therefore conclude that environmental factors are 

important in determining psychological reactions to disabilities as are the internal 

states of persons with disabilities. 

2.3.3 Sociological Challenges and Colleague Perception 

The disabled activists argued that disabled people were disadvantaged not because of 

their impairments, but barriers and limitations imposed on them by social, culture, 

economic, and environment. From this explanation, disability is not about health or 

pathology but about discrimination and social exclusion from the general 

community, and experience a lack of family support and low self-esteem (Centre for 

Services and Information on Disability, 1999; Kennedy and Fitzpatrick, 2001). 

Increasing access to the community will mean greater visibility to PWDs which will 

create more familiarity on the part of the general public and result in more realistic 

and positive attitudes towards disability from the society and institution in particular. 

The social model of disability is a socio- political issue and focus based on the 

removal of disabling barriers and strong focus on human and civil rights issues. 

Since disability is the disadvantage or restriction of activity caused by a 

contemporary social organization which takes no or little account of people who 

have physical impairments and thus excludes them from participation in the 

mainstream of social activities (Colin and Mercer, 2010). This implied that the 

restriction to social barriers to people with disability is to include all impairment. In 
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the actual sense, and from the light of social model of disability Intel‟s nothing more 

than a focus on the economic, environmental and cultural barriers encountered by 

people who are seen by others as having some form of impairment example being it 

physical, mental or intellectual and this negative altitudes and stereotyping comes to 

affects members of the societies in working environment where PWDs are highly 

affected.  

Other challenges from coworkers including avoidances, bulling, duties reduction and 

verbal abuse. Disabled people and their organisations have identified institutional 

discrimination as the main cause of the problem (Barnes, 1991; Oliver, 1985; Oliver 

and Barnes, 1991). Hence, the type of discrimination experienced by disabled people 

is not just a question of individual prejudice it is institutionalised in the very fabric of 

our society (Milne, 1992).  

2.4 International Conventions and Instruments on Disability 

Economic empowerment is globally recognized as a key factor for enhancing the 

autonomy of persons with disabilities and their full participation in society. Among 

the key human rights instruments and international standards that promote the 

economic empowerment of people with disabilities through inclusive social 

protection and poverty reduction strategies. UN, ILO, WHO and other international 

organizations, Promoting equal access of persons with disabilities to vocational 

rehabilitation, skills development and employment as a means of improving their 

standard of living to persons with disabilities (ILO, 2011) 
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2.4.1 United Nations Standard Rule on the Equalization of Opportunities for 

Persons with Disabilities (UN, 1993)  

Much attention has been paid on the right of people with disabilities by the United 

Nation and other international organization, where the General Assembly of the 

United Nation in 1975 adopted the Declaration on the Right of persons with 

disabilities (Michailakis 1997).The standard rules on the equalisation of 

opportunities for PWDs were adopted by the General Assembly in December 1993. 

Before the standard Rules, the disability problems were taken up by the UN 

Declaration the Right of Mentally Retarded Persons on 1971. 

The UN standard rules on the equalisation of opportunity for PWDs was to promote 

the participation of persons with disabilities in social development and allow them to 

enjoy a standard of living equal to that of their non-disabled peers, full participation 

and equalization of opportunities. According to Michailakis (1997), the Decade of 

disabled persons resulted in the Standard Rules. The Standard Rule becomes the first 

international instrument which specifically refers to disabled persons and contains a 

statement of the right of disabled persons to equal opportunities for participation. 

Employment is one of the areas for Equal Participation. The following rules are 

among the target areas concerning persons with disabilities. The UN states that:  

Persons with disabilities have equal rights to work and gain a 

living. Countries should not allow discrimination in job-related 

matters; promote self-employment and starting one‟s own 

business, employ disabilities in both public and private sector. 

Persons with disability must be empowered to exercise their 

right, particularly in the field of employment in both rural and 

urban areas and must have equal opportunities for productive 

and gainful employment in the labour market (UN, 1993).  

Secondly countries should support the integration of persons with disabilities into 

employment. This support could occur through different measures, for example 
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through vocational training, incentive-oriented quota schemes, loans or grants for 

small business, tax concessions, contract compliance or other technical or financial 

assistance to enterprises employing workers with disabilities. They should also 

encourage employers to make reasonable adjustments to accommodate persons with 

disabilities (UN, 1993).  

Furthermore, it states that governments should take measures to design and adapt 

workplaces and work premises in such a way that they become accessible to persons 

with different disabilities. The state action programmes should include support for 

the use of new technologies and production of assistive devices, tools and equipment 

and measures to facilitate access to such devices and equipment for persons with 

disabilities in order to enable them to gain and maintain employment opportunities, 

including flexible hours, part-time, self-employment and attendant care for persons 

with disabilities.  

2.4.2 UN Convention on the Rights of Persons with Disabilities (2006)  

According to the UN convention (2006) persons with disabilities have equal rights to 

work and gain a living. UN member states are to prohibit all forms of discrimination 

in job matters, promote self employment, entrepreneurship and starting one‟s own 

business, employment, people with disabilities should be employed in both the 

private and public sector and ensure that they are provided with reasonable 

accommodation at work (Article 27).  

States parties should recognize the rights of persons with disabilities to work on 

equal bases with others. This includes the right to the opportunity to gain a living by 

work freely chosen and accepted in the labour market and work environment that is 

open, inclusive and accessible to persons with disabilities. State parties shall 
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safeguard and promote the realization of the right to work, including for those who 

acquire a disability during the course of employment, by taking appropriate steps, 

through legislation.  

States parties shall ensure that persons with disabilities are not held in slavery or in 

servitude, and are protected, on an equal basis with others, from forced or 

compulsory labour. However these rules has acknowledge that societal barriers and 

prejudices are themselves disabling moreover, it does not create new rights rather it 

addresses the needs of the people with disabilities in a more special way. 

2.4.3 World Programme of Action Concerning Disabled Persons (United 

Nations Decade of Disabled Person, 1983-1992).  

The purpose of the World Programme of Action concerning Disabled Persons is to 

promote effective measures for prevention of disability, rehabilitation and the 

realization of the goals of ''full participation'' of disabled persons in social life and 

development, and of ''equality''. The programme objectively  directing that PWDs 

must have equal opportunities and must be given an equal share so as to improve 

their living conditions resulting from social and economic developmental difficulties.  

The UN stresses that disabled people have the same rights as all other human beings 

and equal opportunities. Disabled people‟s lives are handicapped as a result of 

physical and social barriers in the society which prevent their full participation; these 

concepts should apply with the same scope and with the same urgency to all 

countries, regardless of their level of development (UN, 1983). According to the UN 

(1983), every member state has to draft the situation of disabled persons within the 

context of different levels of economic and social development and different 

cultures. It is the government responsibility to deal with situations that lead to 



28 

impairment and disability. Governments should awaken the consciousness of 

populations regarding the gains to be obtained by individuals and society in general 

from inclusion of people with disabilities. 

2.4.4 The International Labour Organization ( ILO) Convention No.159  

The ILO is the tripartite UN agency that brings together the government, employers 

and workers of it member states in common action to promote decent work 

throughout the world, It has worked for over 50 years to promote skills development 

and employment opportunities for people with disabilities based on the principles of 

equal opportunity, equal treatment, mainstreaming into vocational rehabilitation and 

employment services programmes and community involvement (ILO). Many 

countries throughout the world have, in recent years, adopted policies aiming to 

promote the rights of people with disabilities to full and equal participation in 

society. This has often been in response to the ILO Convention No. 159 concerning 

Vocational Rehabilitation and Employment of Disabled Persons (1983). 

 The Policy on employment opportunities for people with disabilities is frequently 

supported by legislation and implementation strategies as essential tools to promote 

integration and social inclusion which followed by member states. Its main aims are 

to promote rights and works, encourage decent employment opportunities, enhance 

social protection and strengthen dialogues in handling the work related issues. The 

decent work is the ILO‟s primary goal for everyone, including persons with 

disabilities. 

 The principle of non-discrimination is increasingly emphasized as disability issues 

have come to be seen as human rights issues. The ILO works to achieve this goal 

through promoting labour standards, advocacy, knowledge building on the training 
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and employment of people with disabilities. The International Labour Organization 

estimated that almost 386 million people of the working age in the world are 

disabled. About 80 percent in some countries remains unemployed due to attitudes of 

employers, lack of education and training, absence of proper support, and barriers in 

the workplace (Priestley, 2003).  

In many developing countries, the economic resources for unemployed disabled are 

often limited and this threatens the survival of individuals and their families. 

Therefore, the disabled employment is often seen as the only available mechanism 

for breaking the link between disability and poverty.  

2.4.5 Vienna Declaration / Programme of Action (1993)  

According to the ILO, the world conference on human rights meeting in Vienna in 

1993, made direct references to persons with disabilities and emphasizes was the 

promotion and protection of human rights as a matter of priority for the international 

community.Where it was declared that every person is born equal and has the same 

rights to life and welfare that is right to education and work, living independently 

and active participation in all aspects of the society. Any direct discrimination or 

other negative discriminatory treatment of a disabled person is therefore a violation 

of his or her right. The World Conference stressed the need of the governments to 

adopt or adjust legislation to assure access to these and other rights for the disables 

(ILO, 1993).  

The Government of Tanzania is obligated to fulfill the rights contained in the 

Universal Declaration of Human Rights (UDHR, 1948) as it was referentially 

incorporated into Art. 9(f) of the Constitution of the United Republic of Tanzania 

1977 in an effort to realize these rights. The governments incorporated the Bill of 
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Rights and Duties into the Constitution as stated that every person is entitled to 

recognition and respect for his dignity Article 12(2) of the Constitution of Tanzania.  

The total distribution of disabled employed in public services in Tanzania is very 

difficult to quantify however on 2009, Tanzania ratified the Convention on the 

Rights of Persons with disabilities. The purpose of the convention is to promote, 

protect and ensure the full and equal enjoyment of all human rights by persons with 

disabilities. It covers a number of key areas such as universal accessibility of 

services, personal mobility, health, education, employment, habilitation and 

rehabilitation, participation in political life, equality and non-discrimination.  

The convention marks a shift in thinking about disability from a social welfare 

concern, to a human rights issue. The passage of the disabled person employment 

regulations of 1985 and National Employment Promotion service Act (No9) of 1999 

and Employment and labor relation Act 2004 (No6) was intended to be impetus for 

an increasing number of people with disabilities to enter the work force and to enjoy 

all equal opportunities as those nondisabled peers do. 

The Constitution of the United Republic of Tanzania of 1977 as the supreme law of 

the land recognizes the right to work as a fundamental right. Article 11(1) states that: 

“The state authority shall make appropriate provisions for the 

realization of a person‟s right to work, to self-education and 

social welfare at times of old age, sickness or disability and in 

other cases of incapacity. Without prejudice to those rights, the 

state authority shall make provisions to ensure that every 

person earn his livelihood”.  

The Constitution also sets forth the standard of equality and non-discrimination at 

the workplace. Articles 22(1) provide that every person has the right to work. Article 

23(1) states that every person, without discrimination of any kind, is entitled to 
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remuneration commensurate with his work, and all persons working according to 

their ability shall be remunerated according to the measure and qualification for the 

work (URT, 1977). 

2.5 Legislative Framework  

The Constitution of the United Republic of Tanzania, 1998 guarantees fundamental 

rights such as the right to employment and education:  

„The State authority shall make appropriate provisions for the 

realisation of a person‟s right to work, to education and social 

welfare at times of old age, sickness or disability and in other 

cases of incapacity. Without prejudice to those rights, the State 

authority shall make provisions to ensure that every person 

earns his livelihood.‟ [Article 11]  

Upon the fulfillment of the demand of the constitution Tanzania has passed different 

laws and legislations to perpetuate right to employment and challenges encountered 

to people with disabilities: 

2.5.1 The Disabled Persons (Employment) Act, No 2 of 1982 

This Act makes provisions relating to employment of persons with disabilities. It 

provides for the establishment of a register of disabled job-seekers and for the 

establishment of the National Advisory Council whose functions include advising 

and assisting the Minister with regard to the employment, self-employment or 

training of disabled persons. Other roles are to coordinate policies and programs and 

the provisions of grants to disabled persons. There is also a task to formulate 

programs which may facilitate the educational, vocational and social integration of 

disabled people. The Act also provides a requirement for employers to employ 

disabled persons. Section 15(1) of the Act specifically states that: 

It shall be the duty of every registered employer to give 

employment to persons who are registered as disabled persons 

to the number which may from time to time, be fixed by 
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regulations made on the behalf of the Minister. Where he is not 

already doing so at times when vacancies occur, to allocate for 

that purpose. Exceptions can be made in the following 

circumstances if the employer can prove to the satisfaction of 

the Minister: 

That even after a reasonable effort he has failed to get any disabled person also 

taking into consideration the nature of the employment, he cannot get a disabled 

person with the necessary skill or experience required for the employment or that 

taking into consideration the nature of the work or the circumstance of the place of 

work it may not be possible to employ a disabled person. Not only that also they 

must consider the condition of the disabled person he is not or would not be able to 

perform adequately the work genuinely and reasonably required for the employment. 

Provided all information about disabled person and employment yet this Act lacks 

the necessary provisions requiring a friendly working environment for people with 

disability in the Public Civil Service where many public offices and buildings are not 

supportive to people in wheelchairs, no access ramps and other necessary facilities, 

poor transportation from their home to working environment (Braimah, 2009). The 

intention of this legislation was to secure employment and care in the course of 

employment by designating specific responsibilities to the government and other 

stake holders but generally this legislation on focus because they were neither 

effective publicized nor enforced by the government.  

2.5.2 Disabled Person (Care and Maintenance) Act of 1982 

This law gives legal supports and cares for PWDs as well as the law oblige the 

family to provide support to people with disabilities also this Act requires disabled 

people to be given services after being registered and then to be caped in the camps. 

This was the one of discriminative law by which disabled person is discriminated as 
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against the constitution of the united republic of Tanzania as well as international 

instruments which prohibits discrimination of any kind. 

Therefore, the ideas of keeping disabled people in the camps which faces poor social 

services, no vocational trainings no water instead people are confined in an 

institution without basic service. Also, by keeping disabled people in the camps is 

one way of encouraging mainstreamed societies by removing disabled from 

community based rehabilitation and independent leaving as a results all society 

members consider disability as an isolated group that also affecting education and 

employment. 

This has been pointed by Finkelshen (1880) that: “Once social barriers to the 

reintegration of people with physical impairment are removed, the disability itself is 

eliminated. The requirement is for changes to society, material changes in 

environment, change in environment country systems, changes in altitudes by the 

people in community as well” (Shakespare 2006). However, the good intension of 

the Act as to give support to people with disabilities will be used in providing 

services to disabled civil servant ( DCS) ,where this support will help them to free 

from all practices that forbidden by laws and reduce stigmatizations, discrimination 

and marginalization at working areas and society as whole. 

2.5.3 The Employment and Labour Relations Act, 2004 

This is the primary and relevant law governing employment issues in Tanzania. 

Section 7 and 8 of the Act requires employers to ensure that they promote an equal 

opportunity in employment and strives to eliminate discrimination in any 

employment policy or practice. It also prohibits direct and indirect discrimination on 
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all grounds including disability. Section 7(4) (h), (i), (j) and (k) of the Employment 

and Labor Relations Act, 2004 state that  

 “No employer shall discriminate, directly or indirectly, against 

an employee, in any employment policy or practice, on grounds 

of sex, gender, pregnancy, and marital status or family 

responsibility”. 

 

In 2009, Tanzania ratified the Convention on the Rights of Persons with Disabilities, 

The purpose of the convention is to promote, protect and ensure the full and equal 

enjoyment of all human rights by persons with disabilities. The convention marks a 

shift in thinking about disability from a social welfare concern to a human rights 

issue, which acknowledges that societal barriers and prejudices are themselves 

disabling.  

Moreover, it does not create new rights but it addresses the needs of the people with 

disabilities in a more special way so as to tackle various challenges in employment in 

the formal sector specifically in Public Service. Some of the challenges which they 

experience are negative attitudes of employers or work mates, unfriendly 

infrastructures, lack of working aids technical aids and insensitive office buildings, 

other challenges include unequal hiring and promotion standards, unequal access to 

training and retraining, unequal access to credit and other productive resources, 

unequal pay for equal work and occupational segregation, and they rarely participate 

in economic decision making (ILO, 1996). These challenges and attitudes need to be 

changed in order to ensure that the right to employment for people with disabilities is 

realized. 

2.5.4 The National Policy on Disability, 2004 

It provide directions that should be followed in order to improve the situation of 

disabled people in all sectors particular employment in Tanzania, the policy requires 
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Government in collaboration with stakeholders to take measures to ensure people 

with disabilities are availed with work tools, It further requires the Government to 

take measures in ensuring that public buildings and other facilities are accessible to 

DCS, however, all established legislations and policies which are non-discriminatory 

play an important part within the integration process of the Tanzanian civil service. 

These measures are put in place to remove barriers to disadvantaged groups, such as 

disabled people, face when seeking jobs time of hiring,   promotions and training. In 

general, a successful implementation of non-discrimination policies not only helps 

people with disabilities to demonstrate their potential to employers and co-workers, 

it can also dispel any stereotypes or prejudice. 

However, the level of protection appears to be rather uneven, legislation by itself is 

not enough to eradicate discrimination. If a policy is to work, it also has to make 

people aware of the damaging effects of discrimination and of their rights to 

protection against discrimination and the benefits of diversity. Furthermore, 

everyone must be informed of their new rights under law to protect themselves from 

discrimination and to challenge discriminatory attitudes and behavior. Asch (1988) 

noted labour policies to be one of the obstacles to PWDs since they devoted little 

attention to the disadvantaged employment status people with disabilities. This 

seems to hold true of generic state and federal employment policies as well as the 

employment policies directed specifically towards people with disabilities where 

basing on equality the law needs to treat differently people with different needs or in 

different situations (Tong, 1989). 
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2.5.5 Guidelines for Services to People with Disabilities who are Civil Servants, 

2008 

This guideline identifies the problems which persons with disabilities are facing in 

employment opportunities in the Public Civil Service by explaining the obstacles 

which the PWDs are facing in securing employment opportunities and challenges 

encountered in the services of which they are employed. The guideline also provides 

for measures which are supposed to be taken by Government Institutions in order to 

change the situation of people with disabilities in the Public Civil Service. The 

measures provided that all employers must ensure that people with disabilities are 

not discriminated at the workplace, all Government Institutions must ensure that 

office buildings are disability friendly and ensure that they acquire the necessary 

equipment to enhance their capacity, they should look into the possibility of assisting 

people with disabilities with transport to and from the office and they should make 

sure that there is equality at the workplace 

Provided all requirements enunciated in the guidelines for service, still there are 

problems in the practicability and implementation of the directives given to this law 

where numbers of the maintenance and renovation of public building are mostly not 

designed to solve all problems that PWDs are facing in their working settings such as 

Fears, stereotypes and discrimination about disability at all levels among employers, 

lack of effective legislation or policy support to address their rights to full 

participation in society and the workplace, lack of information about people with 

disabilities, , lack of access to assistive devices, technology, accommodations, 

support services and information, Inaccessible buildings and communication and 

transportation systems. 
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The fact is that when disabled persons are empowered by rights and opportunities, 

and are given equitable access to training and related services, they make productive 

entrepreneurs and employees. Promoting rights-based approaches and the business 

case for employing people with disabilities are crucial to equalizing opportunities 

and fostering inclusion.   

2.5.6 National Employment Promotion Service Act 1999  

This Act establishes the National Employment Promotion Service, a government 

service mandated to provide or make arrangement for the registration, employment, 

counseling, vocational rehabilitation and placement of persons with disabilities. 

Under Article 11, the Service is required to maintain a register of persons with 

disabilities at every employment services office. The act suppressed by The Tanzania 

Assistance Strategy (2000) policy which  puts emphasis on the issues relating to 

employment generation of labour market information; stimulation of employment 

creating investment; enhancement of women‟s employment; promotion of labour-

based public works; coordination of employment generation efforts; raising labour 

productivity; enhancement of enterprise development; reorientation of vocational 

education and training. However, this policy is not direct mentioned PWDs in more 

specific ways. 

2.6 The Conceptual Framework  

The conceptual framework is the set of two or more interrelated variables that 

represent systematic view of   phenomenon that help to explain and make prediction 

about phenomenon.  It will help to give coherence on research process (Engestroom, 

2001).The interaction between these variables is presented in a Figure 1. The 

conceptual framework describes the relationship between independent variables and 
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dependent variables through intervening variables. Intervening variables can 

influence dependent variables positively to produce positive feedback. Despite the 

fact that the right to work has been clearly stipulated in the Constitution of the 

United Republic of Tanzania, People with disabilities are still facing challenges and 

not benefiting from the existing laws, polices and all by laws where by disabled as a 

group which is more marginalized in society and in employment civil service in 

particular, need specific provisions within the labour laws and policies which will 

help to improve their status in securing employment opportunities in the Public Civil 

Service and their working conditions. Treating them in the same way as abled one 

being treated will result on leaving them behind and more so the efforts made to 

solve problems that facing them and improving their working standard cannot be 

materialized. 
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Figure 2. 1: Conceptual Framework 

Source: Developed by Author based on the Literature Review, 2016. 

The conceptual frame work is drawn from the basis that all variables that stand to 

support PWDs like laws, policies and other human rights documents creating good 

conditions through which needs that creates equal ground for all workers in public 

civil services and disabled in particular, where by a number of laws, policies, rules 

and regulations as well as by laws through which government of Tanzania is passing 

on making realization of equal access. The government necessitating the diversity of 

organizational workforces by increasing collaboration among divers personnel in 

order to maximise organizational competitiveness and creativity where these pattern 
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of variables is stressing on modern categories of inclusion from vast arrays of 

differences and more specific to support disabled employment status.  

They, therefore, provide reinforcement to solve all problems that disabled civil 

servant are encountered on performing their duties as members of a certain working 

institution which varies on psychological, sociological challenges, Physical buries 

and co-workers perception towards labours with disabilities such as stereotyping, 

duties reduction, verbal abuse and prejudice. Therefore, on the presence of all needs 

to support labours with disabilities as it directed by fore mentioned laws and 

regulation there could be positive outcome such as good working conditions, 

equality, raising awareness and changes of altitudes towards PWDs while on the 

absent of or poor operation of the Laws and regulations to support disabled basic 

needs, consequences being poor working environment and more challenges that 

affecting labours with disabilities, for instances co-workers bad perception over 

disabled people, bulling, avoidance and prejudice as a result disabled civil servant 

are living dependent working life due to unsupported working environment and 

finally decided to leave their jobs. 

2.7 Knowledge Gap 

In addressing the challenges that face labors with disabilities in higher learning 

institutions, the study will creates an effect to demands of all policy making from 

ministerial levels to national laws on rights and demand to people with disabilities on 

how to attain their full potential. Therefore, this study requires all members of the 

public institutions to know and taking actions towards all matters that affect PWDs 

and helping strategies to eradicate those barriers, so that to make offices safe places 

to the disabled to work compared to private offices. 
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Many researchers have been conducted at higher learning concerning students with 

special needs and inclusive education at all levels, Performance appraisals, 

employability of people with disabilities, however little has been done following 

challenges facing labour with disabilities in those employments. There are 

inadequate research has been conducted and little is known on challenges that facing 

PWDs in higher learning institutions. Hence leaving the sources and coping 

strategies of those challenges unidentified. Therefore, the present study aims at 

assessing the challenges that face disabled civil servant at higher learning institutions 

of Dodoma municipality and fill this gap. 
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CHAPTER THREE 

RESEACH METHODOLOGY 

3.0 Introduction 

This chapter presents the research methodology which was used in the study.  It 

explains the research design, study location, sampling design, targeted population, 

and sample size, data collection methods, tools for data collection, validation of 

instruments and data analysis procedures. Ethical consideration regarding the study 

has also been included in the chapter.  

3.1 Location of Study  

The study was conducted in Dodoma municipality, located in the Centre of the 

country and it is bordered by Chamwino district in the East and Bahi district in the 

West. The purpose of selecting the locality taking into account that Dodoma 

municipality is the one among the Tanzanian municipals with many public learning 

institutions in a closed location where this helped the researcher to obtain the 

authentic data for the study which represents other institutions of Tanzania and at the 

same time this location helped the researcher to save time and cost. 

 The study was carried at three institutions of Dodoma municipality that is The 

University of Dodoma (UDOM), College of Business Education (CBE) and Institute 

of Rural Development (IRDP) of which can be easily to be reached since they both 

lies in the vicinity. These areas have been selected so as to represent other public 

institutions in Tanzania. Also there is no study conducted in order to explain 

challenges that disabled civil servant are facing in public civil services in Tanzania. 

Where the observed findings will helps stakeholders on planning solutions for 

betterment of people with disabilities. Also the findings of the study will be used for 



43 

academic purposes on explaining challenges that people with disabilities are facing 

on exercising their day to day activities and the way they coup with those challenges. 

3.2 Research Design  

A research design is the arrangement of conditions for collection and analysis of data 

in a manner that aims at combining relevance to the research purposes. It is the 

conceptual structure within which research is conducted. It constitutes a blueprint for 

the collection, measurement and analysis of data (Kothari, 2005). This study 

employed a cross-sectional survey design. This design entailed the collection of data 

on more than one case and at a single point in time in order to collect a body of 

quantitative or quantifiable data in connection with two or more variables, which 

were then examined to detect patterns of association (Heiman, 2002).  

In cross-sectional design data are collected by questionnaire or by structured 

interview on more than one case. The strength of this methodology is that it produces 

quantifiable, reliable data which are generalized to some large population; Cross-

sectional study has the advantage of being quicker, cheaper and more manageable 

(Khan, 2004).  For the particular purposes, they are less expensive and do not 

consume much time as longitudinal study do (McNabb, 2002). 

3.3 Research Approach  

In conducting this study, both qualitative and quantitative research approach were 

employed. Best and Khan (2004) assert that research methods can be divided into 

two broad categories which are qualitative and quantitative research. Quantitative 

research involves the study of samples and populations, and relies heavily on 

numeric data and statistical analysis. In contrast, qualitative research makes little use 
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of numbers or statistics (frequencies and tables), and instead rely heavily on verbal 

data and subjective analysis (Bryman, 2001). 

Quantitative methods are appropriate for obtaining data from a large number of 

subjects. Using a quantitative method in this study resulted in gathering demographic 

data or characteristics such as sex, age and colleges of respondents; quantitative data 

will be collected for the challenges that labour with disability facing in higher 

learning institutions. Since quantitative data can often lack in-depth information and 

lived experience the researcher to use qualitative approach to supplement the data by 

interviewing PWDs and their colleague.   

A qualitative method is an important way of getting on a person‟s experiences and 

gives more detail about phenomena that are difficult to convey with quantitative 

methods (Corbin and Strauss, 1990). Another reason for using a qualitative approach 

to data collection is the actuated nature of the research problem, which qualitative 

methods can be used to illustrate, clarify, and give in depth the information about the 

forms and challenges that disabled workers experiencing at their working places. 

 As a result, a mixed approach enhanced the validity of the study by supplementing 

each method (Hungler and Polit, 1995). As qualitative research attempts to capture 

individuals meanings, definitions, and descriptions of events. In this study, the 

researcher chose in-depth interviewing as it provides a context to discover the 

meaning and the real meaning of the participants‟ experience (Minichiello, 2000).  

3.4 Population and Sample  

Population is the set of elements for which measurement are possible; it include who 

are involved in the operation individuals, organizations, groups, communities they 
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provide information and the researcher may collect information from them 

(McNabb, 2002:104).  For the purposes of this study concerning challenges facing 

labour with disabilities in public services, the researcher used optimum sampling by 

using snowballing sampling techniques. Where by using known workers with 

disabilities, researcher collected information of those who were not known and 

contributing to the study. 

3.5 Sampling Size 

Sample size refer to the number of items to be selected  from the universe to 

constitute a sample and insisted that  the size should be optimal  and it can neither be 

excessively large too small (Kothari, 2004). The researcher used a sample size of 

known disabled respondents from three learning institution of Dodoma municipality, 

from there, other disabled respondents were obtained by using snowball sampling 

techniques. Therefore, the research used a total number of 80 disabled and non-

disabled respondents that was calculated by using the formula developed by Slovin 

(1860).Researcher used the formula to determine the sample size as follows; 

n= N/1+N (e)
 2  

Where; 

n   =   sample size 

N  =   is the total number of people from municipal head office = 400 

e   =   is the acceptable error (the precision) = 0.1 (10%) 

n   =  400/ (1+400 (0.1x0.1) 

n   =  400/1+ (400x0.01) 

n   =  400/1+4 

n   =  400/5 

n   =  80 Respondents 
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3.6 Sampling Techniques 

Sampling is a procedure by which some elements of population are selected as 

representatives of the total population. The main aim of the selection is to make 

observations or measurements of these elements and make conclusions to the entire 

population (Omari et al, 1989). A sample is a group of respondents drawn from a 

population in which the researcher is interested in collecting information and 

drawing conclusions (Omari et al, 1989). Due to the small number of employed 

disabled people in public services, other abled people such as line manager get 

involved to participate in the study because they are part and parcel of the solution 

and challenges to PWDs, the researcher selected a small proportion to participate and 

generalized the findings. The representativeness and the size of the sample, the 

qualities and characteristics of the population should be observed and the purpose of 

proper selection of sample procedures should always be to produce respondents who 

will represent characteristics of the population (McNabb, 2002). 

Simple random sampling is the most commonly used in probability sampling, in 

simple random sampling every subject in the population has an equal chance of 

being selected for the sample, The random sampling technique was used in selecting 

the sample, This method helped to reduce biases or prejudices in selecting samples 

from non-disabled group, however, to PWDs snowballing sampling were used.  

3.7 Data Collection Tools  

The sufficient and relevant information was collected to meet the demand of the 

objectives of this study, both primary and secondary data was collected for this 

study. The data were collected by a combination of research methods namely 

documentary review, survey, and interviews. 
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3.7.1 Questionnaires Survey 

The study used two forms of questionnaires, closed-ended questionnaires and open-

ended questionnaires. The questionnaire is constructed with a set of questions that is 

drawn up to meet the objectives of the study. The key factor in the construction of 

questionnaires is relevance of the questions to the goals of the study and to the 

individual respondents, questionnaires is considered as the general category of 

inquiry form used as a data gathering instruments through which respondents answer 

questions or respond to statements in writing. The advantage of using questionnaire 

is that there is possibility of reaching distant respondents. Questions are well planned 

and can always be modified and adapted. However, its limitations are financial 

expenses, the possibility of loss of material on transit and sometimes respondents 

returning the questionnaires very late or not returning them at all (Adama, 2010) 

both close-ended questions and open-ended questions was constructed in one 

questionnaire in such that the respondents can  respond easily.  

The questionnaires were constructed to make easy attempts to respondents, the items 

or variables which is predicted as the challenges that facing disabled civil servant is 

listed in categorical forms and respondents will put a tick (√) to indicates "YES" 

which will show that the item is one form of challenges that respondent faces, and to 

leave blank (un tick) to indicate "NO" to mean that listed items is not a challenge to 

respondents, the only ticked "YES" items were counted and considered as a 

frequency  of the respondent. On the hand, in three items Likert scale weighting was 

used, the respondent rates each items by choosing from responses. These are, 

Strongly Agree (3), Neutral (2), Disagree (1). In open ended questions, the 

respondents with disabilities mentioned the items which show the challenges in their 
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day to day experiences but for the blind and other respondents with eyes problems 

interview were used. 

3.7.2 Interviews   

The Interview involves the oral or vocal questioning technique or discussion. The 

technique involves face to face interaction between individuals leading to self-report. 

The responses from the interviewee are recorded and can be analyzed. The 

interviewer asks questions tailored to the achievement of the objectives of this study 

some interviews were structured while others were unstructured, depending on the 

focus of the study. In this study, the researcher used the structured interview to get 

data from respondents. The reason to why survey researchers typically prefer this 

kind of interview is simply because it promotes standardization of both the asking of 

questions and answering of questions (Bryman, 2001).  

The questions for interviews were constructed in such a way that PWDs can 

understand easily, sometimes the researcher, twisted the question to make 

respondents understand the intended meaning. The question asked is shown in 

appendix (v) the advantage of using interview in general is that it is quite flexible, 

adaptable and can be used to many respondents also Information can be obtained in 

detail and well explained. However, its disadvantage is that the interviewee may be 

highly subjective, biased, and shy or express discomfort in response. Sometimes, an 

interviewee may take a long time in responding (Debus, 1988). The interview was 

conducted to 15 workers with disabilities from three public institutions of Dodoma 

municipality and 7 line managers that include human resource officers and senior 

administration officers.  
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3.7.3 Documentary Review  

Document is any written or recorded material (Guba and Lincoln, 1994). 

Documentary review involves the use of text books in the libraries, health reports, 

newspaper and government publication, published statistical information, medicine 

records and even slide tapes (Kothari, 2004). In this study, the documentary review 

done using publication from all selected institutions in order to get enrolment of the 

PWDs, obtained in public relation offices of those learning institution of Dodoma 

municipality. The Other information was obtained by visiting and conducting an 

interview with line managers such as human resource officers where all data over 

manpower of the institution are recorded and planned. 

3.8 Reliability and Validity  

3.8.1 Reliability 

Reliability refers to consistency throughout the series of measurements, that is to say, 

if respondents give out responses to the particular items, he is expected to give the 

same response to that item whenever he is asked subsequently (Adama, 2010). The 

researcher asked the respondents in the area of study to get reliable information of 

the challenges facing disabled civil servants and their copying strategies. 

Uncompleted questionnaires were removed and new questionnaires were added in 

order to get the reliable number of questionnaires expected for the study to get 

reliability. On the other hand, reliability refers to the consistency of research findings 

(Kvale, 1996).  

This means that reliability refers to how consistent a research procedure or 

instrument is. In short, reliability means the degree of consistency demonstrated in 

the study. Therefore, in order to improve reliability, the researcher observed the 
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following, the length of the instrument (the longer the instrument, the greater the 

reliability), heterogeneity of the subject (the more the heterogeneous the subject is, 

the more likely reliability will increase). Also, the researcher observed the clarity of 

instructions given to them using the instrument (the clearer the instruction, the higher 

the reliability will be).  

3.8.2 Validity  

Any measuring instrument is said to be valid when it measures what it supposed to 

measure. For instance, an intelligence test, constructed for measuring intelligence 

should measure only intelligence and nothing else (Adama, 2010). A pilot study was 

designed to test logistics and gather information prior to large study in order to 

improve the quality and efficiency for the future study. 

The pilot study was done in order to assess if the respondents could encounter any 

problem in understanding some questions in the questionnaires whereby corrections 

were done to the questions which seemed to be difficult to answer.  The procedure 

was done to few disabled staff of the University of Dodoma, two non-disabled staff, 

and three students saved by disabled officers. This study aimed to check if   

questions would enable get valuable information.   

According to Kvale (1996) validity refers to the issue of truth and knowledge. 

Validity in other words refers to the quality that a procedure or an instrument (tool) 

used in the research is accurate, correct, true, meaningful and right. Also, validity is 

the ability of a particular instrument to measure what is supposed to be measured. 

The validation of instrument is the process of establishing document evidence, which 

provides high degree of accuracy that specific process consistently produces meeting 

its predetermined specification and quality attributes (Cohen et al, 2000). In order to 
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ensure reliability and validity of instruments, a multiple data collection technique 

known as triangulation was applied in this study (Patton, 1997; Gall et al, 1996; 

Cohen et al, 2000). This technique involved the use of more than one method of data 

collection and therefore, permitted the researcher to combine strengths and correct 

some of the deficiencies of some sources of data. This technique helped to overcome 

the problem of relying on only one method while at the same time increasing the 

validity of the data obtained. 

3.9 Ethical Considerations  

Research ethics involves obtaining respondents' informed consent, observing their 

right to privacy, protecting them from harm which may be physical or emotional by 

the way a researcher asks questions and report findings. Also it is identified as a 

means to protect those who are being researched and the researchers from the events 

that may be unsafe or may make either pert feel uncomfortable (Kothari, 2005).  

After the approval of the research proposal by the postgraduate coordinator of the 

college of Humanities and Social Sciences from the University of Dodoma, data was 

collected from three Public higher learning institutions of Dodoma municipality. The 

letter for approval stated the aim of the study and its importance such as the 

information provided was for academic and administrative purposes only in order to 

rectify the need for data collection. After that, consent was sought and the purpose of 

the study and issues of confidentiality was ensured. Identities of participants have 

been protected including carefully treatment of information collected to ensure 

security. Researcher also assured information protection so as to free participants 

from harm caused by their participation in the study. For easy clarification, 

respondents were at liberty to discuss in English. 
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3.10 Data Processing Analysis and Presentation  

3.10.1 Analysis of Quantitative Data  

The data was verified, compiled, coded and summarized before carrying out 

statistical analysis based on the objectives stated, the data was coded in such way 

that SPSS can understand before analysis. Statistical Package for Social Scientists 

(SPSS) Version16 was employed as tool for data coding and analysis to get total 

frequencies in quantitative data analysis.  The descriptive statistics that is frequency 

distribution and percentage were used to describe and summarize the data in 

demographic variables such as sex, type of disability, age-group and institution in 

which the respondents belong.  

3.10.2 Analysis of Qualitative Data  

The content analysis was used to analyze the qualitative data. The qualitative data 

was transcribed verbalism, in order to protect the disabled confidentiality; names 

were not used throughout the transcribed data (Denzin and Lincoln, 1994). A content 

analysis was carried out using three linked sub processes. These are data reduction, 

data display, and conclusion drawing or verification. In terms of data reduction, the 

researcher selected a conceptual outline, research aims, and an anticipatory approach 

was applied. After collecting data from interviews, the data were summarized, 

coded, and themes were derived and displayed in terms of these themes. Finally, the 

conclusion was drawn basing on the research questions and objectives of the study. 
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CHAPTER FOUR 

PRESENTATION AND DISCUSSION OF THE RESEARCH FINDINGS 

4.0 Introduction 

This chapter presents the major findings of the study on the challenges facing 

disabled civil servants in public civil services in Tanzania, using public higher 

learning institutions as a case study. The findings were generated in line with the 

research questions and objectives of the study mentioned in chapter one. In 

presenting the findings so as to ensure the accuracy of data analysis the voices of 

various respondents were incorporated which reflect the lived reality of the 

challenges that workers with disabilities are facing in their working environments. 

4.1 Social Demographic Profile of the Study Population 

This part goes intensely in the research results concentrating on the respondents. 

These socio-economic characteristics of the respondents are important to determine 

the status of the respondents and answers they provided in the study area. This part 

explains the characteristics of the variables in terms of frequencies and percentages, 

such variables include the age, educational level, and gender of the respondents.  

4.1.1 Sex of Respondents 

The aim of this demographic data was to identify how sex of an individual can be the 

determinant that helps to understand the challenges facing people with disability in 

higher learning institutions in Tanzania. The study findings as represented in Fig. 4.1 

below revealed that 61% of the respondents were male while 39% of all the 

respondents were female. With these data, it can be generalized that the majority of 

the respondents were male and even those few female were busy with family cores 

that made difficult to participation. Since studies prove that women are very 
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powerful and capable on moral supports. Provided the numbers of women are 

outnumbered yet challenges that face disabled civil servants is highly touching 

women respondents than men basing on their responses to questionnaires.  

During interview, women respondents have showed much empathy compared to 

men. One interviewed woman said that…….. 

“I „am so sad and if I would have capacity i could help and support all staff who are 

disabled. But this is out of my capacity”.  

The researcher also found out that, in higher learning institutions in Dodoma 

Municipality, more male students are enrolled compared to females. This means that 

female gender  had few or limited chances to work in higher learning institutions due 

to low qualifications that effected by their chances to education. Although the 

number of educated females has grown compared to the past 20 years in some 

countries, males are proportionately fared well much better than females. According 

to UN (1990), 130 million children had no access to primary education; of this 81 

million were girls. This was attributed with factors such customary attitudes, child 

labour, early marriage, lack of funds and lack of adequate school facilities, and 

teenage pregnancies as well as gender inequalities, the observation has the realities 

for many Tanzanian girls who are then to be employed. 

From that experience and information collected by the researcher from the field, 

more effort should be taken by stakeholders such as government and non-

government organization, parents and all members of the society on alleviating those 

wrong perception over female gender and creating equal chances on education which 

then adding their quality and qualifications on equal chances of employment.  
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Figure 4. 1: Sex of the Respondents 

Source: Field Survey, 2016 

4.1.2 Age of Respondents 

The results in the table 4.1.2 below indicates that majority of the employees who 

were under study were aged between (31-40years) of the respondents who were 

37.5% and another group is of (41-50years) age group who were 31.25%. On the 

other hand, (20-30years) age group makes about 18.75% of the all candidates. 

Lastly, 51 and above years old makes about 12.5% of the rest total population. The 

observation of the age indicated that the majority (37.5%) and (31.25%) indicating 

those of 31-40 and 41-50 years implying that the expected age group for public civil 

servant in Tanzania in general and public institutions, in particular. However, the 

researcher studied about the age of respondents in order to understand the 

experiences of civil servant in public services particularly working with disabilities 

or to determine how far worker with disabilities have been striving for their 

recognition and better condition (URT, 2003). 
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Table 4. 1: Distribution of the Age of the Respondents 

Age (years) of the 

Respondents 

Frequency Percentages 

20-30 15 18.75 

31-40 30 37.5 

41-50 25 31.25 

51 and Above 10 12.5 

Total 80 100% 

Source: Field Data, 2016 

4.1.3 Education of Respondents  

The study involved different respondents who were working in various Universities 

in Dodoma Municipality. These included ordinary level of education, diploma level 

of education, degree level of education as well as master‟s level of education. 

According to the presented in Fig 4.2 below data the majorities of workers have first 

degree level of education. According to the findings 33% of all the respondents have 

university level of education while 30% had masters level of education. Another 

category of the respondents with Diploma level makes 21% of all respondents and 

lastly 16% of the respondents have secondary level education. This implies that the 

majorities of the respondents have bachelor degree and above therefore this indicate 

that the understanding capacity of the respondents about the issues of concern to 

employees with disabilities is very high. This can be concluded that many public   

higher learning institutions in Dodoma Municipality employed workers with 

required qualifications of which also could fit for the study.  
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Figure 4. 2: Education of the Respondents 

Source: Field Data, 2016  

4.2 Mechanism used to Handle People with Disabilities.  

This is the first research objective which aimed to identify and examine mechanism 

used to handle people with disabilities. The researcher developed this objective so as 

to identify the mechanisms which can be used to handle people with disabilities on 

their working environment. 

4.2.1 Identification of Workers with Disabilities in Public Higher Learning 

Institutions 

This is the first aspect of the first objective which inquired the respondents to answer 

if there are any workers with disability in their respective institutions. According to 

the information obtained from the respondents, 70 respondents which are equal to 

87.5% believed to have disabilities in their working institutions. Also, the 

information from line managers and human resource officers and direct information 

from disabled interviews a total number of 13 disabled workers were identified. 

However, during interview with human resource manager the researcher observed 
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that many workers with disabilities are not known, this can be observed through the 

responses from one of the interviewees, human resource manager, from a certain 

institution.  The following were his responses: 

 Basically, I cannot be on the position to remember all 

employed people with disabilities but I can just mention some 

of them.., am we have one at college X who is albinism, also 

another at same college who is blind and there is another one 

who is physically challenged. Yes we have about five to six 

disabled but if you don‟t mind give me some time so that I can 

have plenty of time to count them. 

Also, another interviewee, senior administrative officer, from a certain institution 

claimed that: 

Our organization doesn‟t set any way to identify workers with 

disabilities. In fact from what i know to group people in term of 

their physical being is kind of embracement of which I can‟t 

support simply because we all human beings and we Are all 

equal but all in all our institution has got just two workers with 

disabilities. Where all have problem with legs and one among 

them acquired disability just few months ago and another 

teacher to be realistic you can‟t count him as disabled because 

can move a long distance without any problem. 

These findings imply that there are significant lacks of clear information about the 

number of workers with disabilities in higher learning institutions especially those 

with some types of disabilities that not seen like physically challenged and visually 

impaired. Therefore, lack of proper means to identify PWDs in the working places 

leave other workers with disabilities and others with longtime illnesses, people with 

short sited and hearing impairments are not considered to be disabled and due to 

poor identification methods finally constitute to poor services to workers with 

disabilities in public services. 

4.2.2 Awareness on the Mechanism Used to Handle People with Disabilities 

This is the first aspect of the first objective which inquired to understand if 

respondents were aware of the mechanisms which could be used to handle people 
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with disabilities.  77% of the respondents said that they were aware of the 

mechanisms which could be used to handle people with disabilities while 23% of the 

respondents have declared that they are not aware of those mechanisms. With these 

information, it can be concluded that the majority of the respondents are aware of the 

mechanisms which are used to handle people with disabilities.  

This analysis was supported by  one of  the interviewee  who said  :    

Personally, I understand the mechanisms which can be used to 

handle people with disabilities. In order for them to perform 

their duties better there must be good working tools,technical 

aids, friendly infrustructures etc. which are very important to 

support people with disabilities. Myself as an administrative 

officer I must ensure friendly invironment  for the people with 

disabilities. 

Further, one respondent, an adminstrative officer, from one of the higher learning 

instituitions reported : 

When we talk of awareness of mechanisms and their plans is 

one thing but application is another business, but all in all 

when you say mechanism used to handle workers with 

disabilities can be supportive infrastructures, Working aids, 

and transport. 

 

Figure 4. 3: Awareness on the mechanisms used to handle people with 

disabilities. 

Source: Field Data, 2016 



60 

4.2.3 Mechanisms Used to Handle People with Disabilities 

This is the second aspect of the first objective. This aspect aimed at describing the 

mechanisms which can be used to handle people with disabilities. According to the 

findings as presented in Table 4.2 40% of the respondents  said that there is a need to 

have a friendly infrastructure while  8%  said that disabled people must have 

working aids. Another category of respondents also have said that they must be 

provided with technical aids who are about 16.25% of all the respondents. The last 

two  groups which are those who said that education takes about 15% and lastly 

equal access also is an important which takes about 18.5%.  

Table 4. 2: Mechanism used to handle people with disabilities. 

Respondents Frequency Percentages 

Infrastructure 32 40 

Working aids 10 10 

Education 12 15 

Technical aids 13 16.25 

Equal access 15 18.75 

Total 80 100 

Source: Field Data, 2016 

  

One of the interviewees said: 

One of the mechanisms used to handle or make better 

environments for disabled is to make easy accessibility to such 

changes including new or modified equipment‟s, physical 

changes to the workplace, changes in work tasks and job 

structures, or schedules. 

He also argued that …. 

All of our senior officials and line managers offices are located 

up stairs from second to third floors, therefore, it‟s very 

difficult for we disabled to reach there, however, their 

justification is the presence of elevator lift to those buildings 

but it happened when I got there and I find a lift not working 

and no ramps to get up stairs. 
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These findings also were supported by the UN (1993) which stated that persons with 

disabilities have equal rights to work and gain a living. Countries should not allow 

discrimination in job-related matters; promote self-employment and starting one‟s 

own business, employ disabilities in both public and private sector. Persons with 

disability must be empowered to exercise their rights, particularly, in the field of 

employment in both rural and urban areas and must have equal opportunities for 

productive and gainful employment in the labour market. The nation should take 

measures to design and adapt workplaces and work premises in such a way that they 

become accessible to persons with different disabilities. The state action programmes 

should include support for the use of new technologies and production of assistive 

devices, tools equipment and measures to facilitate access to such devices and 

equipment for persons with disabilities in order to enable them to gain and maintain 

employment opportunities, including flexible hours, part-time, self employment and 

attendant care for persons with disabilities (UN, 1993).  

4.2.4 The General and Specific Regulations Used to Handle Rights of People 

with Disabilities. 

To handle people with disabilities there must be rules and regulation to be applied. 

According to the findings 45% of all respondents have said that there must be laws 

to be followed so that to handle people with disabilities and 38.75% of all 

respondents have said that the presence of good policies may help to handle well 

people with disabilities. The next category that is 16.25% also concluded that there 

must be bylaws organized to help handling people with disabilities. 
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Figure 4. 4: Regulations used to handle right of people with disabilities. 

Source: Field Survey 2016 

During interviews with key informants from three higher learning institutions it was 

observed that only few people are aware of labour laws and special provision that 

support labour with disabilities. Some respondents were not aware of those 

provisions and laws. For example, during telephone interview with one respondent 

from one of the institutions claimed that he is not aware of special provisions that 

support labour with disabilities. He insisted that:  

 “Frankly speaking, brother, I have no idea with all writings 

that protect the rights of the people with disabilities, however, I 

know the current labour laws but I have not come across it and 

I promise to find them and read in-depth so as to strengthen my 

knowledge on that matter” 

Also, during interview with one Assistant Lecturer, who was also disabled from a 

certain institution argued that: 

 “Being part of social practitioner on issues concerning people 

with disabilities, gave me abilities to understand these special 

provisions and other international documents that provide with 

rights to people with disabilities and request to abide. The 

problem is inside our institution where all of the written rights 

not provided it makes difficult even to see a piece of a 

document for reference because they assume that the disabled 

workers are too demanding therefore all materials are hidden”. 
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The researcher found out that majority of workers in higher learning institutions 

agreed on the presence of special regulations for the disabled people in order to 

support their day to day activities and receiving their services as stipulated by the 

laws. Olengurumwa (2009), argued that Previously Tanzania had weak legislations 

and policies that attempted to address the rights of PWDs. These legislations 

included The Disabled Persons (Care and Maintenance) Act, No. 3 Of 1982 and The 

Disabled Persons (Employment) Act (No 2), 1982, failed to address the challenges 

facing PWDs in Tanzania due to their need and support. There were ongoing 

changes to present time of which numbers of reform has been done and main 

objectives being to provide specific provisions on health care, social support,  

accessibility, rehabilitation, education and employment or work protection and 

promotion of the basic rights for persons with disabilities.  

The law is tailored to solve the problem of accessibility by allowing a person with 

disability to directly or indirectly benefit from public social services in all spheres of 

the society. However, awareness of the law is also brought about challenges on the 

effectiveness of the operation of the laws to the marginalized group. 

4.3 Impacts of the Mechanisms in Addressing People with Disabilities at their 

Working Environments. 

This was the second research objective which geared toward assessing the 

mechanisms in addressing people with disabilities at their working environments. 

The mechanism includes relevance legislation, by laws, policies and other human 

rights documents which aimed to enforce the adjustments of all issues patterning to 

PWDs in order to make employees with disability to work comfortably. 
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4.3.1 The Importance to Employing People with Disabilities in Public 

Institutions 

This was the first aspect of the second objective which was inquiring to understand if 

it is important to employ people with disabilities because it is their primarily right. 

According to the findings as presented in (Fig. 4.5) 62 candidates which is 77% of 

all candidates said that it is important to employ people with disabilities while 18 

people who are equal to 23% realized that it is not important to employ people with 

disabilities.  

 

Figure 4. 5: Importanceof employing people with disabilities 

Source: Field Data, 2016 

The right to employment has been cleared envisaged under the People With 

Disability Act (PWDA) and the Tanzania National Employment Policy of 2008 

which acknowledges persons with disability in terms of finding employment and 

securing their working environment by removing barriers to disadvantaged groups. 

The PWDA requires employers with 20 or more employees to reserve at least 3% of 

the registered jobs for persons with disabilities. Since Disability is a complex 
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phenomenon that requires positive changes at all levels to be tackled (Katsui, 2005), 

lack of which will reinforced to vulnerability of disabled people. According to the 

findings, most of the respondents agreed on the importance of employing PWDs 

because it‟s their primarily right, as stated to the UN standard Rules that employment 

states should recognize the principle that persons with disabilities must be 

empowered to exercise their human rights, particularly in the field of employment 

(UN, 1993). Therefore, in order to make workers with disability more effective there 

must be provided with modified equipments, changes in work task and making of 

easy accessibility to their tasks by adjusting their working tasks and job structures. 

4.3.2 Positive Implication Of Employing People With Disabilities. 

This is the second aspect of the second objective which intends to understand if 

employing people with disabilities have a positive implication in higher learning 

institution. According to the findings, 68.75% agreed that employing people with 

disabilities in higher learning institutions have positive implications in the higher 

learning institutions while 6.25% of all the respondents have said nothing. Also, 25% 

of all respondents concluded that there are no positive implications in employing 

people with disabilities. The chart below explains the distribution of the respondents 

on the implication over the employment of people with disabilities. 

Table 4. 3: Positive implication of employing people with disabilities  

Respondents Frequencies Percentages 

Agree 55 68.75% 

Neutral 5 6.25% 

Disagree 20 25% 

Total 80 100% 

Source: Field Data, 2016 
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From the light of the findings, it concluded that six out of ten employees believed that 

there is a benefit to the workplace to employ people with disabilities. However, those 

working at big institution with large work place were more likely to identify that 

benefit of employing PWDs than small learning institutions. This also was supported 

by the online interview with Human Resource Manager from a certain institution said 

that: 

People with disabilities have equal ability like others in 

performing their daily responsibilities. I concluded that people 

with disabilities can perform all responsibilities which they are 

assigned, what‟s important is to ensure the friendly and 

supporting environments. 

Apart from that,  one of the key respondents, disabled, (Visually impaired) 

from one of the institutions agreed that the established rule and the idea of 

inclusion gave them equal opportunity to participate fully in serving as 

Public servants. Here is what he argued: 

“ We are productive labour forces because our services is 

really based on our expertise, we believe that we are best to be 

employed because to us no truancies or absenteeism, because 

we are not able to move from the time we sign in to the time we 

check out therefore we compete with our qualifications and 

truth” 

 

4.3.3 The Appropriate Ways to Handle People with Disabilities 

Findings reveal that there are various ways which can be used to handle people with 

disabilities such as making availability of  supportive infrastructure, good working 

instruments, supporting aids, and education have been mentioned; However, in most 

cases respondents agreed that the availability of relevance legislation to  enforce the 

adjustments in order to make employers with disability to work comfortable. 

People with disabilities in Tanzania still face several challenges which have 

remained unattended for quite a long time with no proper mechanism to curb them. 
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The challenges including unsupportive infrastructures and working aids despite the 

policy and laws formulated to promote protect and safeguard the right of people with 

disabilities in working environment. 64  (80%) agreed that it is important to consider 

workers with disabilities as appropriate recipients of social and economic support  

while  13  (16.25%) disagreed to support workers with disabilities and 3 (3.75%) 

said that they don‟t know whether it is important or not. 

Regarding the existence of the laws and policies which help people with disabilities 

one senior Examination officer from a certain institution said: 

“Our institution set up by laws which is not written but applied 

on how support people with disabilities in order to make easy 

assessment to various facilities for instance when we planning 

an examination we have to consider all workers especially 

those who may fail due to long time illness or disabilities”. 

 

Also, one of the respondents, an Assistant Lecture, from another institution,   

explained as follows about the laws and special policies concerning workers with 

disabilities: 

“I am not sure if this institution has any piece of legislation or 

policy which directing services and how to deal with workers 

with disabilities because all of my wishes and need, I just 

make request to my boss and if it is within his capacity he 

does it for me, for example due to my typical disability I  

asked for steps, projector and table for easy deliverance of 

materials to students and I thank God all are made.”   

According to the findings the researcher discovered that some of the few employed 

PWDs lacked the needed logistics or facilities that would help make up for their 

disabilities, and boost their work performance to the level of any non-disabled 

person. Whilst persons with mild hearing impairment do not have any hearing aid 

that would help in their communication with others during work, physically 

challenged persons sometimes lack logistics such as wheeled office chairs of which 
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that makes movement easy in their offices or sometimes the absent of ramps for their 

wheel chairs as shown in Figure 4.6 below: 

 

Figure 4.6: Unsupportive Infrastructure for disabled movement at sampled 

Public learning institution in Dodoma Municipality. 

Source: Field Data 2016 

 

4.4 What are the Psychosocial and Physical Challenges that Facing Disabled 

Employees at your Institution. 

This was the third research objective which was geared towards assessing the 

challenges which people with disabilities face at their working environments. On 

addressing the challenges, colleagues identify physical, psychological and 

sociological challenges that affect workers with disabilities. 

4.4.1 Public Institution Buildings and Infrastructures 

Most of the public buildings in higher learning institutions are repaired to be 

disabled friendly. They have no ramps for wheelchairs and people who use clutches; 

there are lifts fittings in some of the buildings in the higher learning institutions 
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which covered my study even though most buildings had no special infrastructures 

for disabled.  This poses challenges for people with disabilities in accessing public 

buildings and creates a difficult working environment. One blind informant who is 

working with a certain institution reported that:  

“My office is on the first floor and the building doesn‟t have a 

lift and I cannot see. I reported several times to the 

management on the difficulties that I am experiencing when 

getting up and down every day, but they told me there is no any 

office on the ground floor”.  

Moreover, one of the disabled respondents had these appreciations and complaints as 

follows: 

“I am thankful to my employer where all of my needs settled 

closer my capacity but this is not satisfying me because I wish 

to move around and the problem being the environment is not 

friendly, there is no lift that would help me to go up. Sometimes 

I am not included to some activities which need someone with 

the ability to move here and there due to poor accessibility” 

Despite the complaints from physical disabled employees about the physical barriers 

which inhibit their function, employers still defend themselves that nothing goes bad 

because the environment is supportive to disabled workers and for the question of 

situating offices of senior officials like principles and deans upstairs their 

justification is the present of lift to all those uplifting office.  

Another physically (both legs) disabled respondent showed his experiences on 

difficulties on reaching the offices of the top bosses whose offices are located 

upstairs in one of the institutions complained: 

Infarct disability is just a condition which doesn‟t hinder or 

limit me to perform my day to day activities but the 

unsupportive environment makes me dependent. One day I went 

to see the X boss and I knew that his office is on the fourth floor 

and yet there was no rumps because of lift, but it happened 

when i reached  the lift I realized that it was not working and 

when I  asked my fellow staff who works at central 

administration block told me that the lift is out of order for 
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about a week so I decided to postpone my need, seriously due to 

the importance of my appointment I was disappointed and I just 

blamed myself for having this problem of which I failed to use 

steps as an alternative way to reach the fourth floor.  

On the other hand Table 4.4 bellow shows that the majority of the respondent when 

asked about the challenges facing labour with disabilities 30 respondents   (37.5%) 

said that the environmental barriers was the biggest challenges to people with 

disabilities who are civil servant because the environment inhibit their capacity and 

ability of making their day to day activities. The availability of reasonable and 

supportive environment is one of the biggest agenda of the United Nations to 

member states. They encourage employers to make reasonable adjustments to 

accommodate people with disabilities states should take measures to design and 

adapt workplaces and work premises in such a way that they become accessible to 

persons with different disabilities (UN, 1993). Also, paragraph 3.11 of the Tanzania 

National Policy on Disability of 2014 requires government and other stake holders to 

take measures to ensure that public buildings and other facilities are accessible to 

PWDs.  
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Figure 4.7: Blocked elevator lift of Administration block of one selected public 

institution and alternative steps. 

Source: Field Data, 2016      

4.4.2 Working aid, assistive devices and assistant personnel 

This is a major problem for people with visual and hearing impairment. The 

informant from one of the public institutions said employers do not issue to some of 

them with working tools such as speaking computers, writing frames with stylus, 

Perkins Braille, printers or manila papers. They have to buy them.  In addition to 

that, another informant reported that tools are very expensive and it is difficult for an 

individual to buy them. For example Perkins Braille is sold for Tshs. 1.5 million 

(approximately US$1,000). There is no any disabled who manages to buy them.  

This makes the situation even more difficult for a disabled civil servant to work 

properly, especially for the people with visual impairments. They cannot read and 

write. This raises another need for assistant personnel to assist them in reading the 

materials. However, the government is not providing assistant personnel to help 
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workers with visual impairment in carrying out their duties. This can be proved by 

statements from one of the visually impaired respondent who reported 

My employer leave the burden of finding my own assistant to 

support me, this sometimes put me at a very hard time because 

when he is tighten by his family or personal issues I am 

supposed to get help from my own wife who  have duty to take 

care of my family. Also, some of my helpers or assistant leaving 

job due to delaying of their payment from my employer and 

sometimes I have to pay for myself. If the government will 

employ staffs for helping us this will be very big support for our 

works. 

The above findings have revealed that working and supportive aids lead to the 

second challenges which people with disabilities are facing in their working 

environment which inhibit their abilities to perform their day to day activities. 

Also, one employee from a certain institution lamented   on poor treatment from her 

employer on the issues pertaining to their personal live and job as well and here is 

what she argued: 

The problem of special treatment or assistive devices and 

working aid is very important for people with disabilities but 

our bosses don‟t take issues seriously if it doesn‟t burn them. 

Personally, I am working with computer but nobody has asked 

if the light affecting me or not and what should be done even to 

reduce the direct reflection of the light. Also, there is a question 

of skin protection from direct light and skin protection Jelly 

called Sun block cost 80,000 and 150,000; no one cares if I 

manage to get it or not because it‟s my own problem.  

The  availability of supportive working tools and other working equipment‟s to 

support people with disabilities is also obliged by the standard rules in the 

equalization of opportunities for person with disabilities and thus requires all 

members of state to provide  all special equipment‟s as stated in Rule7 (3)  

“All members state are obliged to provide supports for the use 

of new technologies and the development of new technologies 

and production of assistive devices” (UN, 1993). 
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Since Tanzania is a signatory of the Plan of action for the African decade of person 

with disabilities and a member of African Rehabilitation Institute (ARI) the country 

is committing to take measures to address the challenges of disabilities from various 

angles, however, the Tanzanian Policy of People with disability directs the 

following: 

“People with disabilities require technical aid to enhance their 

functional ability. That aid includes white can, hearing aid, and 

writing flame with stylus, sun glasses and hats for albinism, 

and other technical aid such as tricycles, motorized three 

wheels, modified cars and Braille‟s.” Despite their importance 

to disabled person but they are not available especially for 

workers with disabilities.  

4.4.3 Mobility and Transport 

Mobility and transport is also a challenge among the people with disabilities, 

however, this varies according to the nature of the disability. Those with physical 

disabilities face different challenges as compared to those with visual impairment as 

explained below. This poses challenges for people with disabilities in accessing 

public buildings and creates a difficult working environment. Access to public means 

of transportation increases personal mobility and consequently that person‟s ability 

to participate fully in the social economic development discourse of the country. 

Many PWDs, however, reported that they face various forms of discrimination when 

trying to access transport services. 

Not only that but also, it was reported that some people have fallen downstairs and 

sustained serious injuries as a result of which they became even more vulnerable. In 

sharing his lived reality, one office secretary who is working at one of the higher 

learning institutions at Dodoma had this to say:  

“My office was on the ground floor and all doors closer. I was 

reporting several times to the management on the difficulties I 

was getting on opening because the gadget is very sharp on 
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returning the door.  One day, sometimes in 2012, when I was 

getting out of the office the closer was returning the door with 

force and pushes my clutches and I fell down injure my right 

hand. I was hospitalized for five days but I didn‟t recover 

totally. After the accident, my supervisor brought technician to 

adjust the closer.” 

Another informant, an Assistant Lecturer, from one of the higher learning institution 

had this to say:  

“My office does not prepare special transport to me for easy 

movement from home to my working environment and by the 

time I was employed I was used to move with bicycle. 

Therefore, to get on community transport with my bicycle was 

very difficult as a result some days I failed to attend to my 

working station and lastly I decided to buy my specialized car 

of which I can drive to the working station but still no any 

support from my employer because I have to bear the fuel and 

maintenance costs of the car‟s expenses from my own pocket.      

 I wish we would have even got a loan to buy the scooters. 

There is no standardization of services provided to people with 

physical disabilities. The services provided to people with 

physical disability depends on the sensitivity jut a willingness of 

the management in a particular office within the Public Civil 

Service. Some heads of departments and institutions are keenly 

aware of my needs but have no ability to do by their own” 

Transport is a big challenge for people with physical disabilities and blind persons 

with no assistant person. Sometimes, they fail to arrive at their working stations on 

time. This poor working standard culminate into poor performances. This has a 

negative impact on their potential for promotion and also it causes conflicts with 

their supervisors. One Assistant Lecturer narrated his experiences of boarding at his 

working station: 

Every day I have to wait for about two hours before I can get 

on a car to work. Sometimes, bus conductors refuse to pick us 

and the reasons behind is that we are not faster so we make 

them delay. Even though there are special transport to all staff 

but the typical transport is inconvenient to me simply because I 

have to wait for my assistant.  
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The right to employment and availability of the needs to people with disability is a 

primary right as stipulated in the various laws. The constitution, for example, with its 

various amendments delineate that all human beings are equal and are entitled to 

equal rights irrespective of color, tribe, gender or religion. It further prohibits 

discrimination against people with special needs (URT, 2000). 

4.4.4 Government Assistances 

The study agreed to numerous efforts that the government had been going through to 

make realization of inclusion of people with disabilities materials, yet measures in 

place for insuring good working condition for disabled civil servant is not enough. 

There is no any government financial assistance programs made providing this is the 

need which is supported by many. In this study, 10 respondents (12%) respondents 

agreed that government assistances materially and financially will create bases to 

solve some problems which workers with disabilities encountered on their working 

environment. 

These also have been explained by one administrative officer from the office of 

director of post graduate during interview. Here is what she said: 

“The institution used to pay for services which assisted workers 

with disability either by fellow employees or mentors whom 

they employ; the good example is when it comes to issues of 

marking and invigilation respectively, especially to visual 

impaired staffs. Also, from the government budget we manage 

to pay and buying some working aids to support them.” 

This also has explained in details by one of the key respondents who is disabled 

(both legs) working as office secretary and the following was what he said: 

I wish the government should pay us money apart from monthly 

salary which will help us to solve some problems which we 

encounter on performing our duties, and this kind of assistance 

will help mostly to buy our assistive devices which are 

expensive from open markets simply because devises like 
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wheelchair costs about $220 which is equivalent to 500000 

Tanzanian shillings. Also calipers ranges from $150-300 

depending on the length, clutches all of these devises are 

beyond the reach of many PWDs who said among the poorest 

and isolated.  

From the light of this observation the workers with disabilities need more support 

and assistances from the government in order to perform their duties better. 

However, the key element within person with disabilities policy of 2014 and 

Disability Act of 2010 both directing the role of local government and institutions to 

provide  support to people with disabilities in order to help them to develop their 

potential (Aldersey and Turnbull, 2011). 

4.4.5 Institutional Policy for People with Disabilities 

This section focused on   company policies in respect to disabled people. The 

respondents were asked whether or not their organization had such a policy and, if 

so, details of its contents and whether or not it was monitored. Just part of the 

respondents reported that their organization had no special policy which covers the 

employment and services of disabled people. However, the findings entails that only 

5 (6.25%) of the respondents views that the absence of special institutional policy 

can be a great challenge that affect services and needs to people with disabilities in 

their working environment.  

This scenario was justified by one of the administrative officer/human resource 

manager from one of the learning institution explain that the institution has no policy 

specifically to people with disability and here is what has been observed: 

 “We know that employment to people with disability is a 

human rights and I think it is stipulated somewhere in the 

constitution. Also, labour laws stipulate the same and therefore, 

our institution is just relying on that document to make sure 

that all qualified disabled are employed. But I am not sure that 

there are special institutional policies that explain how to 
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handle them. Personally, I have never come across that 

policy.” 

According to the Tanzania National Disability policy (2004), the Tanzanian 

Constitution forms part of the main elements of the United Nations Standard Rule on 

the equalization of opportunities for persons with disabilities. The Rule provides an 

important framework for the Tanzanian Policy to achieve equalization of 

opportunities for persons with disabilities. Measures taken require expression 

thoughts and feelings through programmes interventions. The importance of the 

policy is that it identifies and explains key areas for policy intervention for persons 

with disabilities. However, having policy is one thing and putting contents into 

practice is what brought about effectiveness. This has been explained by Ntomela 

(2006), when he said that: 

“Effectiveness of any policy on the ground depends on how it is 

disseminated and understood by stake holders. Basing on the 

study for this case stakeholders will be all respondents that 

ordinary workers and line managers. 

Despite the fact that the right to work has been clearly stipulated in the Constitution 

of the United Republic of Tanzania, People with disabilities are still facing 

challenges and not benefiting from the existing laws. Disabled Civil servant as a 

more marginalized group in the society and in public institutions in particular, needs 

specific provisions within the labour laws and institutional policies which will help 

to improve their status in securing employment and making them comfortable Public 

Civil Servant. 

According to the findings, some of the questions posed to 16 line managers of three 

public institutions, all of them agreed to have no clear institutional policy that protect 

and support services and need to employees with disabilities where every institution 

provide disabled services basing on the need of the general regulations. For example, 
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during interview with one Human Resource Officer from a certain institution had 

this to say:  

“This is a Public higher learning institution and receives its 

support from the government‟s budget. Therefore, we are proud 

to say that because of the modernization of our institution every 

requirement needed to help people with disabilities is settled as 

stipulated from different government policies on disabilities 

and other labour laws for instance special ramps for disabled, 

working equipments etc and good enough even those out of the 

capacity or not supported by the government yet the institution 

is taking responsibilities in order to support our employees with 

disabilities.” 

From the light of the explanation above, it is implies that the government efforts on 

making follow ups on the application of the laws is very little, as a result people with 

disabilities  continue to work under very hard conditions provided that there are a  

number of laws and policies to support them. Also, there are some weaknesses of the 

institution on providing education to other non-disabled staff on proper uses of 

disabled infrastructure as directed by special provisions on disabilities. 

 This has been explained more in this study that laws should not be using as essential 

tools to promote integration and inclusion of PWDs. There are some evidences of 

disability mainstreaming in national employment strategies to people with 

disabilities. Therefore, effective mainstreaming requires attention to implementation 

in practice not simply in laws. Provided the standard rules of equalization, still the 

disabled people are facing different challenges that occur day after day at their 

working places especially administrative and technological challenges in civil 

services (Banks and Kaschak, 2003). Treating the disabled civil servants in the same 

way as other able people results in leaving them behind and as a result they will 

continue facing great challenges in their working institutions. In discussing equality 
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at work using the capability theory, Nussbaum 2003 noted the importance of the 

different needs of people as per sex and gender in reaching true equality he says: 

“Equality of resources falls short because it fails to take 

account of the fact that individuals have differing needs for 

resources if they are to come up to the same level of capability 

to function. They also have differing abilities to convert 

resources into actual functions.” 

This calls for the importance of labour laws in Tanzania to incorporate different 

needs of people with disabilities as per their typical disabilities and needs in order to 

make them productive. In this light, the challenge confronting policy and law 

formulation to promote, protect and safeguard the rights of persons with disabilities 

needs to be viewed in a broader context beyond a single piece of legislation. 

 

Figure 4. 8: A car parked blocked disabled ramps 

Source: Field Data 
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Figure 4. 9: A disabled ramp blocked by dustbin and Car 

Source: Field Data 2016 

4.4.6 Discrimination and Stigmatization. 

People with disabilities in Public institutions suffer greatly from discrimination as 

those of private companies counter apart, and these challenges can be stigmatization, 

unequal access, unfair feelings of something of their interests and feeling unhappy 

for what has been enunciated by them. The findings revealed that most coworkers, 

employers and heads of department have negative attitudes towards workers with 

disabilities. The same have been noted in the following areas: 

I. During Recruitment 

Some Public institutions and departments are not interested in employing disabled 

people. This is because they are not capable of working hard. Others think it is 

difficult and expensive to handle them and this causes employers to lose interest in 

employing them. This situation can be observed in both public and private sectors. 
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The findings by Fry (1986) show that employers discriminate against disabled 

people at the initial point of application for a job. 

II. During Employment 

There is a perception that workers with disabilities are not capable of doing duties 

effectively. They are discriminated against by fellow staff and heads of departments. 

From the findings a number of fellow staff responded with negative attitudes of not 

believing on disabled staffs where 3.75% rejected for them to be assigned duties 

because they fear of overloading to assist them something like doing all works alone.  

Also, there are tendencies of their fellow staff members to perceive them as burdens 

because of the assistance that they need from them. Sometimes they even say nasty 

words to them and no any reactions from management providing their complaints. 

As indicated in the responses, some employers and work colleagues were not 

comfortable working with persons with disabilities due to their need to assistances 

on duties. 

During interview, one administrative officer who is physically impaired said that: 

“One day I failed to control my temper and decided to go to see 

higher senior officials in order to report my grievances over the 

problem of transport from my home to working station, instead 

of giving me ways on how to solve my problems he started to 

insult me that I am full of complaints and not doing works lastly 

he said that if I am not willing to continue with duties to quite is 

the best option”. 

Another interviewee, Office Secretary, said: 

“One day I failed to fulfill my assignment and I asked my 

collogue to support me, he refused and after refusing,  he 

started busting out laughter and said that I applied for the job 

on my own and that  if ican not   cope with the situation I better 

resign. He said all words without taking into account that I am 

disabled and I used to move with clutches therefore been given 

multiple assignments or duties making me upset” 
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This reflects the ideas from my study where the sense of discriminating workers with 

disability brings about inferiority complex to them. According to Maslow (1770), 

human-beings needs are presented in a hierarchy in a pyramid form which can be 

divided into basic needs (example physiological, safely, love, and esteem) growth 

needs (cognitive, aesthetics and self-actualization).The basic needs are food, water, 

sleep, living in a safe area, job security, financial reserves, needs for friends, need to 

give and receive love, self-respect, achievement, recognition, reputation etc. 

According to Maslow (1770), one must satisfy the lower level that is the basic needs 

before progressing on to meet higher level growth needs, once these needs have been 

reasonably satisfied, one may be able to reach the highest level called the self- 

actualization. Unfortunately, from the findings some workers with disabilities in 

Tanzanian public institutions are not able to satisfy the basic needs due to the 

barriers that prevent them from obtaining recognitions and reputations from their 

fellow workers and employers. Loss of job satisfaction may cause an individual or a 

person with disability to fluctuate between levels of the hierarchy. Therefore 

discrimination and stigmatizations is a feature that is deeply discrediting and makes 

the person experiencing it different from others and of a less pleasant kind (Goffman, 

1963). The unpleasant phenomenon is often accompanied by stereotyping, rejection, 

status loss and discrimination (Link & Phelan, 2001). According to Byrne (2000), 

stigma is a sign of disgrace or dishonor separates a person from others. It could arise 

from a number of factors such as superstition, ignorance, and lack of knowledge, 

belief systems and the fear and exclusion of people who are perceived as different 
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Table 4. 4: Item rank by % of responses on Challenges that worker with 

disabilities facing on their working environment  

 Challenges which PWDs face in public 

institutions 

  

S/N Items Frequency(f)  Percentage% 

1 Public institution building and 

infrastructure 

30 37.5 

2 Working aid, assistive aids and assistant 

personnel  

15 18.8 

3 Mobility and transport  17 21.3 

4 Government assistance   10 12.5 

5 Institutional policy for people with 

disability  

5 6.3 

6 Discrimination and stigmatization 3 3.8 

 Total           80 100 

Source: Field Data, 2016 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

After having discussed chapter four concerning presentation and discussion of the 

findings, the following chapter (chapter V) provides an overview of the research 

findings. Also, it presents the summary, conclusion and recommendation as well as 

suggestion for further studies. Lastly, it presents chapter conclusion. 

5.1 Summary of the Study 

The study examined the challenges that workers with disabilities facing in public 

civil service in Tanzania: A case of higher learning institutions of Dodoma 

municipality. Results show that civil servants with disabilities are facing great 

challenges on performing their day to day activities in public institutions. Disabled 

participation in the working place is severely limited by a range of factors both social 

and environmental. As a result, the disabled workers are more likely to be unhappy 

and unsatisfied with employment than non- disabled peers. 

5.2 Summary of the study 

The study also examined the challenges that workers with disabilities face in public 

civil service in Tanzania: A case of higher learning institutions of Dodoma 

municipality.  

5.3 Summary of the Key Findings 

5.3.1 Mechanism Used to Handle People with Disabilities.  

Various mechanisms have been described as the means which can be used to handle 

people with disabilities on their working environment in the public higher learning 

institutions in Dodoma Municipality. Many respondents were aware of the 
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mechanisms which can be used to handle people with disabilities. According to the 

information obtained from the respondents 77% of the respondents said that they 

were aware of the mechanisms which can be used to handle PWDs that include good 

working conditions, assistive devices and other material support for simplification of 

their job in Public services. 

Results also show that civil servants with disabilities face great challenges on 

performing their day to day activities in public institutions. The disabled 

participation in the working place is severely limited by a range of factors both social 

and environmental.  

5.3.2 Addressing People with Disabilities at their Working Environments. 

The mechanisms which can be used to address PWDs includes relevance legislation, 

by laws, policies and other human rights documents which aimed at enforcing the 

adjustments of all issues patterning to PWDs in order to make employees with 

disability to work comfortably. The right to employment has been cleared envisaged 

under the People with Disability Act (PWDA) and the Tanzania National 

Employment Policy of 2008 which acknowledges persons with disability in terms of 

finding employment and securing their working environment by removing barriers to 

disadvantaged groups.  

Regardless the presence of regulations and different legislations to handle people 

with disabilities, yet the effectiveness of its applications is very law. The challenges 

that people with disabilities face are clearly stipulated but the findings show that 

poor enforcement makes PWDs left behind and forgotten in public services. 
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5.3.3 Challenges that Disabled Employees Face 

Many challenges are identified like physical, psychological and sociological that 

affecting workers with disabilities due to poor enforcement of the present 

legislations. Most of the public buildings in higher learning institutions are not 

prepared to support WWDs providing legislation requires, some  buildings have no 

ramps for wheelchairs and people who use clutches; however, there are lifts fittings 

for some of the buildings in the learning institutions even though their effectiveness 

is questionable when broken and on the absent of electricity. Therefore, the findings 

which cover my study reveal that lack of special infrastructures for disabled poses 

challenges for people with disabilities in accessing public buildings and creates a 

difficult working environment.   

Despite the complaints from physical disabled employees about the physical barriers 

which inhibit their function, on the other hand employers still defend themselves that 

nothing goes bad because the working environment is supportive to disabled workers 

and for the question of situating offices of senior officials like principles and deans 

upstairs their justification is the present of elevator lift to all those uplifting office.  

37.5% of the respondents said that the environmental barriers were the biggest 

challenges to people with disabilities, civil servants, because the environment, lack 

of working aids, assistive aid and lack of assistant personnel generally inhibit their 

capacity and ability of making their day to day activities. This is a major problem for 

people with visual and hearing impairment. The informant from one of the  public 

institutions said employers do not providing them with working and assistive  tools 

such as speaking computers, writing frames with stylus, Perkins Braille to support 
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the blind and short sited also no scoters and wheel chairs to support physical 

challenged.  

People with disabilities have similar capacity like abled people and therefore, if they 

are provided with physical, psychosocial, as well as environmental support, they can 

have good working contribution to the work place and national economy as well.  

5.2 Conclusion 

Basing on the findings of the study at hand, I can prove that despite all laws and 

regulations provided for assurance of disabled employment, yet there are many 

challenges of which employed people with disabilities failed to tolerate in. Given the 

momentum created by the government in collaboration with international 

organizations on people with disabilities in the United Republic of Tanzania, more 

efforts should be put in place especially in Public civil services. As already stated in 

the United States documents which suggest that measures taken in the rehabilitation 

programmes concerning persons with disabilities is not enough. UN (1993) it is 

timely to review the current situation of people with disabilities in public services in 

order to improve their working environment.  

5.3 Recommendations 

Some countries in Africa are in progress to introduce disability-related legislation, 

but many of these laws have not yet been implemented. In other African countries, 

existing national laws need to be reviewed in order to achieve equalization of 

opportunities for persons with disabilities. Improving legislation and implementation 

strategies has been identified as one of the main issues to be tackled in the African 

Decade of Disabled Persons 1999-2009 of which Tanzania has agreed. The 

effectiveness of laws like vocational rehabilitation laws, quota legislation or anti-
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discrimination legislation should base on improving not only employment 

opportunities for disabled persons but also their broader social and political rights, 

which are closely linked to economic empowerment. Lack of effective legislation or 

policy support to address their rights to full participation in society and the 

workplace may hinder their participation. 

Despite the fact that the employment of disabled persons in Tanzania Mainland is 

covered by a specific Act, which is The Disabled Persons (Employment) Act 1982 

and The Persons with disabilities Act of 2010 both establishes a quota scheme which 

oblige employers to hire persons with disabilities. Yet, there is no mechanism which 

has been put in place to enforce this legislation particularly in directing support and 

special services to the employment of people with disabilities and here under are 

some suggesting on making inclusion of people with disability more practical.  

i) Institutions must provide means for identification of People with disabilities 

in their respective working places which makes easy understanding of their 

needs and quick solution when needed 

ii) Designers of public infrastructures should have the people with disabilities in 

mind, inaccessible buildings and communication and transportation systems 

demoralize employers with disabilities but when barriers are reduced and 

opportunities open up, disabled people consistently demonstrate their ability 

to participate, thrive and contribute to the workplace and the national 

economy. 

iii) There should be a follow up and government incentives to encourage 

employees to with disabilities. The government and stakeholders should 

sensitize the entire population about the plight (difficult and sad situation) of 
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people with disabilities in order to motivate them and making them to fill as 

their part and parcel of the national economy. 

iv) Provision of Mass education about worker with disabilities in public 

institutions. This will help them to get rid of fears, stereotypes and 

discrimination from among employees. Lack of information about people 

with disabilities can render them “invisible” and forgotten. 

v) Provision of financial assistances to workers with disabilities. This can be 

one way to promote a person‟s general feelings or perception of well-being, 

opportunities to fulfill potentials and feelings of positive social involvement. 

Services or supports for workers with disability will reduce costs which they 

may incur on buying their working needs and tools. The government should 

not end on waiving fees for technical aids imported into the country and those 

manufactured within also should paying as support to people with disabilities. 

vi) The government should supply all necessary assistive and technical aid for 

person with disabilities so as to make easy accommodation on their working 

environment. 

vii)  There must be education to workers on policy and legislation as well as all 

institutional regulations that protect the right of PLWDs. Workers educations 

played significant roles on operationalizing various global initiatives to 

ensure equal access and opportunities to workers with disabilities because 

having regulations is one thing different from turning its content into 

practice.  
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5.4 Recommendation for Further Studies. 

This study was specifically carried out in higher learning institutions of Dodoma 

municipality to find out challenges that people with disabilities are facing in their 

working environment. Basically, the researcher was trying to challenge the 

effectiveness of inclusion of people with disability in employment.  Therefore, there 

is a need to find out if the existed laws that support workers with disabilities are 

effective and also there is a need to find out if the identified challenges creating any 

fear for those who are not yet employed in public services. 
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APPENDICES 

Appendix I: Questionnaire for Non-disabled Public Civil Servants 

My name is Zuberi Khalfan, a student from the Dodoma University, pursuing 

Masters Degree in Public Administration (MPA). I am carrying out a research on 

Challenges facing Disabled Civil Servants in Public Civil Services in Tanzania using 

public higher learning institution in Dodoma Municipality as case study. I kindly 

request you to provide me with the information i need. It will be treated as 

confidential and used for academic purposes only. Thank you in advance. 

 Section A: Respondent’s profile. (Please tick the right option or fill the right 

answer in the spaces provided). 

1. Sex    

      (a)Male    

(b) Female   

2. Age 

(a) 20 – 30 

(b) 31 – 40                                           

(c) 41 – 50  

(d) 51 - 60            

3. What is your highest level of education? 

(a)    Secondary education 

(b)   Diploma  

(e)   University             

(d)  Master and above   
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4. Which institution are you employed with? 

(a) UDOM 

(b) CBE 

(c) IRDP 

 

5. What is your designation/title? 

…………………………………………………………. 

Section B: Information on Identification and the mechanisms used to handle 

people with disabilities. 

    6. Is there any disabled employee at your working place? 

        1. Yes (    ) 

        2. No   (    ) 

    7. If yes how many are they? ..................................................................... 

    8. What level of implication on the right to employment as stipulated by the laws 

has people with disabilities? 

     (a) High implication 

         (b) Moderate 

         (c) Low implication 

         (d) No implication 

9. What is the level of assistance has people with disabilities received in the past 5      

years, from the following institution/programmes. 

 Institution or programme 

Level of 

assistanc

e 

Vocational 

Rehabilitatio

n Canters 

Lack of  

One-Stop 

Career 

Canters 

ob 

counselin

g 

Canter for 

Independen

t Living for 

individuals 

with 

disabilities 

Client 

Assistanc

e 

Program 

Any other 

employmen

t assistance 

program 

High      

Very low      

No any 

assistance 
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Section C: Information on the impact of those mechanisms in addressing 

concerns of people with disabilities in their working places. 

 

10. Have you ever requested any change in your current workplace to help with 

disabilities do their job better? (For example, changes in work policies)  

(a) Yes   (b) No 

 

If yes which type of change? 

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

……………… 

 

11. Which among the following varieties of programs have been designed to 

provide financial assistance to people with disabilities at your working 

station? (tick any programme employed) 

(a). Workers‟ Compensation 

(b). Social Security Disability Income 

(c). Supplemental Security Income 

(d). Veterans Disability Compensation 

(e). Disability insurance payments 

(f). other disability payments 

(g). Medicaid 

(h). Medicare 

(i). other program 

 

Section D: challenges of realizing issues of concern for people with disabilities 

12. To what extent the following challenges hinder/ reduce work performance to 

people with disability at your institution? (Tick where appropriate in each 

challenge) 

 

 Challenges 

Degree Lack of 

education/training 

Lack of 

job 

counseling 

Lack of 

transportation 

Poor 

government 

assistance 

High     

Moderate     

Low     
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13. How do workers typically travel to your working station? 

Mention any means of transport provided with your institution 

………………………………………… 

 

14. What changes did you request to make disabled to perform better? You my 

tick more than one. 

(a). New or modified equipment 

(b). Physical changes to the workplace 

(c). Policy changes to the workplace 

(d). Changes in work tasks, job structure, or schedule 

(e). Changes in communication or information sharing 

(f). Changes to comply with religious beliefs 

 

15. Are there flexible work hours that allow workers to vary or make changes in 

the time they begin and time they end? 

(a). Yes 

(b). No 

 

If No, how has affected   

…………………………………………………………………………………

…………………………………………………………………………………

……………………………………………………………………………… 

 

16. To what level lack of flexibility of work hours has affected ability of people 

with disabilities to accomplish their duties?  

(a). severely affected 

(b). moderately affected 

(c). little affected 

(d) Very little affected 

(e). no any effect 

17.  Do you fill comfortable when assigned duties with people with disability? 

(a) strongly agree 

(b) agree 

(c) disagree 

 

18.    Please mention any challenges that you think people with disabilities               

encounter at you institution? 

1........................................................................ 

2.......................................................................... 

3.......................................................................... 

4........................................................................... 
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19. What should be done to make people with disabilities secure jobs and work 

comfortable as others at their work stations? 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

……………………………………………………………………. 
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Appendix II: Interview Guide for Disabled Public Civil Servants 

1. What is your highest level of education? ……………………… 

2. Which institution are you employed with? …………………………… 

3. What is your designation/title? ………………................................. 

4. What kind of disability do you have?     ……………………………….. 

5. Is your disability inborn or acquired? (a)………..   (b)……… 

6. What challenges do you encounter in performing your responsibilities at your 

institution? 

7. What is the level of assistance having you received in the past 5 years, from the 

following? 

(a). Vocational Rehabilitation Canters  

(b). One-Stop Career Canters  

(c). Ticket to Work program  

(d). Assistive Technology Act program  

(e). Canter for Independent Living for individuals with disabilities  

(f). Client Assistance Program  

(g). Any other employment assistance program. 

8. Have you ever requested any change in your current workplace to help you do 

your job better? For example, changes in work policies, equipment, or 

schedules. 

            (a). Yes 

            (b). No 

9. Do you have any assistant on performing your duties? 

 (a) ………….. 

 (b) ………… 
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10. Who paying for your assistant/helper 

 (a) Donor 

 (b) Institution 

 (c) Self 

 (d) Any other specify ……………………………….. 

8. How the following programmes In the past 5 years, have you received assistance 

from?  

(a). Vocational Rehabilitation Canters  

(b). One-Stop Career Canters  

(c). Ticket to Work program  

(d). Assistive Technology Act program  

(e). Canter for Independent Living for individuals with disabilities  

(f). Client Assistance Program  

(g). Any other employment assistance program. 

9. There are a variety of programs designed to provide financial assistance to people. 

In the past year did you receive assistance from any of the following programs? 

 (a). Workers‟ Compensation 

 (b). Social Security Disability Income 

 (c). Supplemental Security Income 

 (d). Veterans Disability Compensation 

 (e). Disability insurance payments 

 (f). Other disability payments 

 (g). Medicaid 

 (h). Medicare 

 (i). Other program 

10. What changes did you request? 

 (a). New or modified equipment 

 (b). Physical changes to the workplace 

 (c). Policy changes to the workplace 

 (d). Changes in work tasks, job structure, or schedule 

 (f). Changes in communication or information sharing 

 (g). Changes to comply with religious beliefs 

11. How do you typically commute/travelling to work? 

……………………………………………………………………………………… 
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12. Do you have flexible work hours that allow you to vary or make changes                

in the time you begin and end? 

 (a). Yes 

 (b). No 

13. Please mention any challenges that you encounter at your institution          

caused by your typical disability. 

 (a)................................................................. 

 (b)….……………………………………… 

 (c) ………………………………………… 

14. Do you consider any of the following barriers to employment for you? 

 (a)  Lack of education or training 

 (b)  Lack of job counseling 

 (c)  Lack of transportation 

 (d)  Loss of government assistance 
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Appendix III: Interview Guide for line manager in Public institution. 

Section A: Respondent’s profile. (Please tick the right option or fill the right 

answer in the spaces provided). 

1. Sex    

      (a)Male    

(c) Female   

2. Age 

(a) 20 – 30 

(b) 31 – 40                                           

(c) 41 – 50  

(d) 51 - 60            

3. What is your highest level of education? 

(a) Secondary education                        

(b) Diploma 

                (c) University 

(d) Master and above 

4. Which institution are you employed with? 

(d) UDOM 

(e) CBE 

(f) IRDP 

 

5. What is your designation/title? 

…………………………………………………………. 

6. How many disabled employees at your institution 

……………………………… 

7. How many become sick or disabled when you recruit them 

………………………… 
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8. What step(s) if any has your institution made to the job in helping people 

with disabilities? (you may tic more than one) 

(a) Provision of special equipments 

(b) Modify working place/premises 

(c) Provide flexible working pattern/working hours 

(d) Others 

(specify)……………………………………………………………………

………………………………………………………………………………

…………………………………………. 

9. Did your institution employed special helper/mentor to support workers with 

disabilities? 

(a) Yes 

(b) No 

10. Are you familiar with special provisions and laws that help and support 

workers with disabilities? 

(a)Yes 

(b)No 

11. Have you ever used disability terms as propounded by the law? 

           (a)Yes 

           (b)No 

12. Is there any important to have special provisions and laws for people with          

disabilities? If answer is yes please give reasons. 

 (a)Yes 

 (b)No 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………….. 
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13. Do you think is necessary to employ workers with disability in public 

institutions? 

             (a)Yes 

             (b)No 

13. To what extent the following challenges hinder/ reduce work performance to 

people with disability at your institution? (Tick where appropriate in each 

challenge) 

 

 Challenges 

Degree Lack of 

education/training 

Lack of 

job 

counseling 

Lack of 

transportation 

Poor 

government 

assistance 

High     

Moderate     

Low     

 

 


