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ABSTRACT 

This study investigated challenges facing disabled persons in employment 

opportunities within the public civil services using Dodoma Municipality as a case 

study. Specifically, the study intended to: establish the extent of employment for 

people with disability in the study area, examine the challenges faced by persons 

with disabilities in employment processes, and identify options to improve the 

employment status for people with disabilities. 

 

 Qualitative and quantitative data collection methods were employed to collect data 

from 96 representative samples from the study area. Data were analysed 

quantitatively and qualitatively with the help of computer program (SPSS). The 

results pointed out that the employment rate for disabled people within the study area 

is 23.9%. These disabled people are employed in different positions mainly in 

education, health and office management. However, disabled people still face 

different challenges in recruitment and work places. The challenges include: 

discrimination, delayed process, negative attitude, poor working tools, poor 

infrastructure, and lack of assistive devices. The study recommends that the 

government ensures that the Disability act and Employment and Labor Relation Acts 

are well implemented. The government should also empower the disability 

organizations and look at the means of improving transports, building infrastructures 

and provision of assistive and working aids. 
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CHAPTER ONE 

INTRODUCTION 

1.1. Background Information 

The terms ―people with disabilities‖ and ―disabled people/persons‖ have been used 

interchangeably, reflecting common usage in most parts of the world. According to 

International Labor Organization (ILO) (2004) disabled persons refer to those whose 

prospects of securing, returning to, retaining and advancing in suitable employment 

are substantially reduced as a result of a duly recognized physical, sensory, 

intellectual or mental impairment. 

 

The United Nations Convention on the Rights of Persons with Disabilities 

(UNCRPD, 2010) recognizes that disability is an ―evolving concept‖, according to 

the UNCROD (2010) and UN (2010), persons with disabilities include those who 

have long-term physical, mental, intellectual or sensory impairments which in 

interaction with various barriers may hinder their full and effective participation in 

society on an equal basis with others  

 

According to WHO (2011), the number of persons with disabilities in the world is 

ever increasing. It is estimated that more than one billion people in the world live 

with some form of disability, of whom nearly 200 million experience considerable 

difficulties in functioning and that in the years ahead, disability will be a greater 

concern, because its prevalence is on the rise. In most countries, at least one person 

out of 10 is disabled by physical, mental, or sensory impairment, and at least 25 
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percent of any population is adversely affected by the presence of disability (UN, 

2007). 

 

Many persons with disabilities are denied employment or given only menial and 

poorly remunerated jobs. In times of unemployment and economic crises, the 

disabled are the first to be fired and last to be hired. In addition, many disabled 

persons are excluded from the active participation in society because of doorways 

that are too narrow for wheelchairs; steps that cannot be mounted leading to 

buildings, buses, trains and aircraft; telephones and switches that cannot be reached 

and sanitary facilities that cannot be used. Furthermore, they can be excluded by 

other types of barriers, such as oral communication and written information that 

ignore the need of hearing impaired and visually impaired respectively (UN, 2007).  

These barriers exist partly because of lack of concern, and awareness about the 

special needs of disabled persons. Many of these can be removed without incurring 

heavy cost but just through careful planning and a little bit concern for the persons 

with disabilities (UN, 2010). 

 

According to United Republic of Tanzania (2013), Tanzania had a total population of 

44,928,923 million people; it is estimated that people with disabilities constitute10 % 

of the total population, which is equivalent to 4.5 million people. Out of these 28 % 

are with physical disabilities, 25 % with visually impaired and 21 % with hearing 

impairment. Other types of disabilities are mental, multiple disability and others with 

proportion of 10 %, 5 %and 11 % respectively. 

 

For decades, People with Disability (PWD) face myriad challenges such as abuse, 

lack of education, illiteracy and unemployment. Despite the available international 
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and national laws that protect their rights, the implementation of such laws is at a 

very low stage (Msigala, 2013). 

 

People with disabilities are among the most vulnerable group in the society, they are 

often under educated, untrained, unemployed and poor (Reilly, 2003). They face 

many obstacles in their struggle for equality. Although both men and women with 

disabilities are subject to discrimination because of their disabilities, women are 

more disadvantaged because of the combined discrimination based on gender and 

disability. Previous research has shown that people with disabilities in general face 

difficulties in entering the open labor market, but seen from a gender perspective, 

men with disabilities are almost twice more likely to have jobs than disabled women 

(ILO, 2007) 

 

Several conventions have been signed to protect the right of the disabled in Tanzania. 

They include, Disabled Persons Employment Act No. 2 of 1982, Disabled Persons 

Employment Regulations (1985), National Employment Promotion Service Act (No. 

9) of 1999, United Nations Convention on the Rights of Persons with Disabilities 

Signed in 2007 and ratified in 2009. Optional protocol signed in 2008 & ratified in 

2009, National Employment policies of 2008, National policy on Disabilities of 

2004, the Employment and Labor Relation Act of 2004 and Persons with Disabilities 

Act of 2010. According to Persons with Disabilities Act of 2010, a person shall not 

discriminate a prospective employee on the ground of disability unless disability is in 

respect of the relevant employment. Furthermore, the ministry through the public 

employment centre has to assist to secure jobs for persons with disability (URT, 

1985; 2004a; 2004b; 2004c; 2008b; 2010) 
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In spite of all the conventions and laws to protect people with disability, they seem to 

continue battling with the situation on the job market and with employers to full 

access and protect their rights with respect to equal job and promotional 

opportunities (URT, 2010). Little information is available on the types of challenges 

disabled people face in employment opportunities within the civil services. 

1.2 Statement of the Problem 

Employment is a fundamental human right and is important for every human being, 

including persons with disabilities. It can provide economic security and 

independence and give them value and status as human being. It helps integration 

and acceptance with the non-disabled and most importantly it gives life a purpose 

(Boylan, 1991).   

  

Different nations are increasingly demonstrating a commitment to disability rights by 

enacting national policies on disability. Among them, is the United Republic of 

Tanzania which in addition of  signing the United Nations Convention on the Rights 

of Persons with Disabilities (UNCRPD), made a public commitment to the rights of 

persons with disabilities through a number of national policy mechanisms such as the 

Persons with Disabilities Act of 2010 (URT, 2010).  

 

Despite the fact that Tanzania government has made efforts to improve working 

conditions among its employees, there are still complaints from among the disabled 

people regarding employment opportunities in the public civil services.  

  

However, little is known on the extent and types of challenges people with disability   

face within the civil services which are supposed to be of equal employment 

opportunities. Therefore, this study intended to investigate the existing challenges 
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and situation of people with disabilities in employment opportunities within Public 

civil services. 

1.3 Objectives of the Study 

1.3.1General  objective 

The general objective of this study was to investigate challenges facing disabled 

persons in employment opportunities within the public civil services in Tanzania. 

1.3.2 Specific objectives 

i. To establish the extent of employment for people with disabilities within 

civil services in the study area.  

ii. To examine challenges facing persons with disabilities within civil 

services in the study area 

iii. To identify options to improve employment situation for people with 

disabilities.     

1.4   Research Questions 

i.    What is the extent of employment for people with disability within Public 

Civil Services in the study area? 

Variables 

 Number of employees with disability by sex 

 Number of employees with disabilities by type of employment 

ii. What are the challenges facing people with disability in employment within 

the civil services  

          Variables 

 Recruitment challenges 

 Workplace challenges 
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iii.     What are the options to improve employment situation for people with 

disabilities? 

 1.5 Significance of the Study 

The study adds to the existing knowledge issues pertaining to the challenge facing 

people with disabilities in employment opportunities within public civil service in 

Tanzania. 

 

Findings from this study and its recommendations are important tools for policy, 

decision makers and stakeholders interested in improving the life standard of the 

disabled people hence giving them opportunities to work, economic security, 

independence, value and status as human being. 

 

Findings and recommendations from this study will also work as a guideline for 

other researchers who are interested in the same field regarding challenge facing 

disabled people in employment opportunities within public civil service. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This part of the study reviews the literature related to employment of people with 

disabilities.  

2.1.1 Definition of key terms 

2.1.1.1 Disabled Person 

According to ILO (2004) a disabled person refers to an individual whose prospects 

of securing, returning to, retaining and advancing in suitable employment are 

substantially reduced as a result of a duly recognized physical, sensory, intellectual 

or mental impairment. As a comprehensive human rights Convention for people with 

disabilities, the United Nations Convention on the Rights of Persons with Disabilities 

(UNCRPD) 2010, recognizes that disability is an ―evolving concept‖, stating that 

―persons with disabilities include those who have long-term physical, mental, 

intellectual or sensory impairments which in interaction with various barriers may 

hinder their full and effective participation in society on an equal basis with others..‘ 

2.1.1.2 Employment 

Employment is a relationship between two parties, usually based on a contract, one 

being the employer and the other being the employee. According to the Duhaime's 

Law Dictionary, employment is defined as a contract in which one person, the employee, 

agrees to perform work for another, the employer in return of wages 

(www.duhaime.org). 
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2.1.1.3 Public Services 

A public service is a service that is provided by government to people living within 

its jurisdiction, either directly (through the public sector) or by financing provision of 

services (Hershey, 2001). 

2.2 Theoretical Literature Review 

2.2.1 Disability Concepts 

There are two common models that are used to explain disability. The two distinct 

models of disability are: the medical model and the social model. According to 

Carson, (2009), the medical model explains disability as the individual problem, for 

instance if someone has an impairment say a visual, mobility of hearing impairment 

for example, his/her inability to see, walk or hear is understood as his/ her disability.  

When people such as policy-makers and managers think about disability in this 

individual way they tend to concentrate their efforts on ‗compensating‘ people with 

impairments for what is ‗wrong‘ with their bodies. Examples of this are the targeting 

of ‗special‘ welfare benefits at them and providing segregated ‗special‘ services for 

them. The medical model of disability also affects the way disabled people think 

about themselves. Many disabled people internalise the negative message that all 

disabled people‘s problems stem from not having ‗normal‘ bodies. Disabled people 

can also be led to believe that their impairments automatically prevent them from 

taking part in social activities. This internalised oppression can make disabled people 

less likely to challenge their exclusion from mainstream society (Carson, 2009). 

On the other hand, the social model of disability was created by people with 

disability themselves. It was primarily a result of society‘s response to them but also 

from their experience of the health and welfare system which made them feel 
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socially isolated and oppressed (Carson, 2009). There are two fundamental points 

that need to be made about the individual model of disability. Firstly, it locates the 

'problem' of disability within the individual and secondly it sees the causes of this 

problem as stemming from the functional limitations or psychological losses which 

are assumed to arise from disability (Oliver, 1990).Through the social model, 

disability is understood as an unequal relationship within a society in which the 

needs of people with impairments are often given little or no consideration. People 

with impairments are disabled by the fact that they are excluded from participation 

within the mainstream of society as a result of physical, organisational and attitudinal 

barriers (Carson, 2009). 

Various researchers have discussed the obstacles and challenges faced by people 

with disabilities in employment opportunities in the public civil service. 

2.2.2 Disability Challenges  

Most authors appreciate the fact that women with disabilities face more challenges in 

employment opportunities than their male counterparts. A study carried out in the 

United States indicates that almost 42% of men with disabilities are in the labour 

force, compared to 24% of women. In addition, while more than 30% of disabled 

men work full time, only 12% of disabled women are in full-time employment. 

Women with disabilities who work full time earn only 56% of the earnings of full-

time employed men with disabilities (Bowe, 1984). Only 3% of disabled women are 

registered in Ghana (1996), 0.3% in India (1991) and 19% in the Philippines (1997) 

(Reilly, 2003). Thus, there is a need to examine and address the challenges facing 

people with disability in the labor market. 
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In a study by Van Brakel and Anderson (1998) in Nepal on individual with leprosy, 

found that persons with disabilities were not able to carry out major activities such as 

washing clothes and dishes, carrying water-post, watering land and related job. In 

related study by Mulholland et, al., (1998) on disabled women with physical 

impairments in India, it was found that many of them were facing varying degree of 

mobility difficulties. They identified pain as a limiting factor in carrying out daily 

activities. 

Asch & Fine, (1988) noted labour policies to be one of the obstacles. They state that 

employment policies have devoted little attention to the disadvantaged employment 

status of 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. However, Braimah (2009) commented that 

transportation and access to public buildings are the major challenges facing people 

with disability in employment opportunities in developing countries and even in 

some developed countries.  

 

According to Rao (2002) prejudice, discrimination, and inaccessibility are major 

obstacles that disabled women face in employment opportunities in India. 

Furthermore, ILO (2004) mentioned that discrimination was a major challenge 

facing people with disabilities in employment opportunities especially common at 

the hiring stage in developing country. In the fact that they are still often perceived as 

unproductive, unable to perform job or too costly to employ. 

 

In explaining the gravity of the problem, the report also noted an increase in the 

number of court cases relating to discrimination against people with disabilities in 
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the workplace. In the United Kingdom, the Employment Tribunals Service records 

show that the year 2004 was particularly costly for employers: disability 

discrimination attracted the highest amounts of awards, with the average total 

(£28,889) more than double the next highest – race discrimination (£13,720). 

Tribunals awarded over £100,000 in 9 per cent of disability cases (only1percent of 

sex cases and 0 percent of race cases). In Australia, the number of Disability 

Discrimination Act (DDA) complaints lodged before the Human Rights and Equal 

Opportunity Commission (HREOC) fell between 1994–95 and 1998–99 and has 

remained stable since then. In 2002–03, as in most years, over half of all DDA 

complaints (53 per cent) were related to the employment sector. 

Discrimination has been a major challenge facing people with disabilities especially 

women in all sectors including employment. Despite the above statistics showing an 

increase in the number of cases of discrimination in employment opportunities, it 

reflects a good image that people with disabilities have an opportunity to lodge 

complaints before a court of law against discriminatory conduct. It will be good for 

other countries also to adopt such modalities and give opportunities to people with 

disability to fight for their rights. The same may bring positive impacts for the 

treatment of people with disabilities at the work place and increase their chances of 

securing employment. 

 

In explaining a dilemma facing the world's disability community ILO, (2004) noted 

that limited education opportunities for people with disabilities is the major obstacle. 

ILO experience that in most developing countries, vocational rehabilitation services 

are either non-existent, or found only in urban centers. Even where they are 

provided, they are often under-funded and ineffective in preparing people with 
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disabilities for work. Russo and Jansen (1988) suggest that the combined effects of 

gender and disability stereotyping track women with disabilities into the most 

traditional female roles. As a result, women with disabilities are unlikely to have the 

educational opportunities that will allow them access to highly valued, well-paying 

professional positions. 

 

Since education has a direct bearing on career advancement, it is therefore important 

to identify and dismantle all obstacles within the realm of education in order to 

ensure that people with disabilities will enjoy equal access to the employment market 

as their able- bodied counterparts. In China, the Government has put in place an 

executive structure which co-ordinates the formulation of policies and the provision 

of services for persons with disabilities. It also has committees,  w h i c h  comprise 

members of the Government, public bodies, NGOs, persons with disabilities, 

parents‘ organizations, self-help groups, and local personalities. The roles of the 

committees are to deal with access, employment, public education, and culture. In 

addition to that the Government provides rehabilitation services for persons with 

disabilities to facilitate their integration into the community. The rehabilitation 

services provide full spectrum of services and facilities catering for the special needs 

of people with disabilities (Hong Kong, 2007). The country also has legislation that 

helps in protecting people with disabilities and ensures that they enjoy their rights 

including the right to employment. These pieces of legislation are the Disability 

Discrimination Ordinance (DDO) and its Code of Practice and the Building 

Ordinance (Hong Kong, 2007). The Social Welfare Department has also setup a 

―Marketing Consultancy Office‖ on a permanent basis, enhancing the employment 

opportunities for persons with disabilities through innovative, effective and efficient 

business development and marketing approaches and by working in close 
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collaboration with NGOs and business sector organizations. The department has also 

implemented a series of thematic programmes to assist persons with disabilities in 

finding employment and encouraging employers to recruit persons with disabilities. 

There is also an on-going research which intends to identify other problems which people 

with disabilities are facing in various fields of their life including employment (Hong 

Kong, 2007). 

 

Despite those efforts, the ILO report on China shows that people with disabilities are 

still facing challenges in the labour market because the labour laws and policies of 

the country are not effectively implemented (ILO, 2007). However, the measures, 

which have been taken by the Government of Hong Kong–China, are still 

sufficiently important to warrant consideration by other countries in the whole 

process of changing the situation of people with disabilities in employment 

opportunities in the public sector. The most important thing is to ensure 

implementation of those measures. 

 

In addition to China, other countries have also put in place various mechanisms in 

addressing the challenges facing disabled persons in employment opportunities. For 

example in Mauritius, the training and employment of Disabled Persons Board work 

in close collaboration with employers and trade unions to as certainty at persons with 

disabilities do not suffer discrimination in the interviewing process or at the 

workplace (Sizer, 2005).   

 

In India, the problem of accessibility to public buildings by disabled people 

especially women, was overcome after they had introduced representation of people 

with disabilities on accessibility audit teams. The representation of people with 
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disabilities on Railway committees led to stations being made more accessible (Sizer, 

2005).   

 

In Thailand people with disabilities have been assisted to obtain more skills through 

vocational training in which they are equipped with computer skills, an ability to 

carry out electronic repairs and improve their English language skills. This helps 

them to attain more qualifications of competing in the labor market (Perry, 2003). 

Note should be taken of the various measures which have been noted from different 

countries which can help in improving the situation of disabled people especially 

women in employment opportunities in the public sector. 

 

The challenges identified by the above authors need to be looked at by developing 

countries especially Tanzania. Suggestions made by these same authors may also be 

helpful when seeking ways of improving the chances of disabled persons securing 

employment in the public civil service. 

2.3 The Human Rights Framework 

The right to employment for people with disabilities is a fundamental human right, 

which is enshrined in various human rights instruments to which Tanzania is a 

signatory. The instrument set the standards and measures that state parties are 

obliged to follow in order to ensure that this right is realized by disabled people. 

 

The Convention on the Elimination of all Forms of Discrimination against Women 

(CEDAW) lays down guiding principles to eradicate all forms of discrimination 

against people with disabilities in all areas including employment. It obliges state 

parties to refrain from engaging in any act or practice of discrimination against 

women and to ensure that public authorities and institutions action conformity with 
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this obligation. It also requires State parties to take appropriate measures, including 

legislation, to modify or abolish existing laws, regulations, customs, and practices, 

which constitute discrimination against people with disabilities.  

 

Article 11 specifically states that: State parties shall take all appropriate measures to 

eliminate discrimination against people with disabilities in the field of employment 

in order to ensure, on a basis of equality of men and women, the same rights, in 

particular, the right to work as an inalienable right of all human beings; the right to 

the same employment opportunities; the right to free choice of profession and 

employment, the right to promotion, job security and all benefits and conditions of 

service and the right to receive vocational training and re-training; the right to equal 

remuneration; the right to social security particularly in case of unemployment; and 

the right to protection of health and safety in working conditions, including the 

safeguarding of the function of reproduction. 

 

 However it guarantees the protection of all people with disabilities including men 

and women who are disabled. Women with disabilities suffer double discrimination 

because of their gender and disability status. It is therefore important for states, in 

this case Tanzania to take measures in ensuring that discriminations are eliminated 

in all fields of life. This will allow disabled people to enjoy their rights including the 

right to employment. 

 

It is also important for state parties to understand the situation of different categories    

of its citizens in order to create favorable conditions for living for each group and 

enable them to enjoy their rights. The Universal Declaration of Human Rights 

(UDHR, 1948) provides that everyone has the right to work, to free choice of 

employment, to just and favorable conditions of work and to protection against 
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unemployment. This notion is also found in Article 6 of the International Convection 

Economic Social and Cultural Rights. Despite these provisions, the right to work 

cannot be fully realized without state parties taking into consideration the specific 

needs of various groups of people in its country. The Convention on the Rights of 

Persons with Disabilities (UNCRPD) of 2006 obliges State parties to take all 

appropriate measures to ensure the full development, advancement and 

empowerment of women, for the purpose of guaranteeing them the exercise and 

enjoyment of their human rights and fundamental freedoms. Special measures are 

therefore required to be taken by the State in ensuring that disabled women, which 

are the most marginalized group in society, enjoy their right to employment. 

 

Article 4 of the Vocational Rehabilitation and Employment (Disabled Persons) 

Convention No.159 of 1983 is in line with the above-mentioned provision. It calls 

for an employment policy which shall be based on the principle of equal opportunity 

between disabled workers and workers generally. Equality of opportunity and 

treatment for disabled men and women workers shall be respected. Special positive 

measures aimed at effective equality of opportunity and treatment between disabled 

workers and other workers shall not be regarded as discriminating against other 

workers. Article 9 of the SADC Protocol on Gender and Development requires State 

parties to adopt legislation and related measures to protect persons with disabilities 

that take their particular vulnerabilities. Rule 7 (1) states that laws and regulations in 

the employment field must not discriminate against persons with disabilities and 

must not raise obstacles to their employment. 

 

The right to employment for disabled persons including women and men goes hand 

in hand with the accessibility to public buildings and transport. The Standard Rules 
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on the Equalization of Opportunities for Persons with Disability require states to 

ensure people with disability access to the physical environment. It states that States 

should initiate measures to remove the obstacles to participation in the physical 

environment. Such measures should be to develop standards and guidelines and to 

consider enacting legislation to ensure accessibility to various areas in society, such 

as housing, buildings, public transport services and other means of transportation, 

streets and other outdoor environments (UDHR, 1948). Creating an accessible 

environment for persons with disabilities is a very important component in 

facilitating their right to employment. 

 

Empowerment is another important aspect under human right standards in providing 

more and better employment opportunities for various groups of people in society. 

States should recognize that persons with disabilities must be empowered to exercise 

their human rights particularly in the field of employment. In both rural and urban 

areas they must have equal opportunities for productive and gainful employment in 

the labor market (CEDAW, 2006). 

 

2.4 The National Legislative Framework 

The Constitution of the United Republic of Tanzania of 1977 (as amended time after 

time), which is a 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 in-capacity. Without prejudice to those rights, the 

state authority shall make provisions to ensure that every person earns his livelihood 

(URT, 1977). 
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The Constitution also sets the standard of equality and non-discrimination at the 

work place. Article 22(1) provides that every person has the right to work. Article 

23(1) states that every person, without discrimination of any kind, is entitled to 

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. Other legislations, which provide right to employment in Tanzania, are as 

follows: 

2.4.1 Disability rights in Tanzania 

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; to coordinate policies and programmes and the 

provisions of grants to disabled persons; and to formulate programmes which may 

facilitate the educational, vocational and social integration of disabled people. The 

Act also provides a requirement for employers to employ disabled persons (URT, 

1985). 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 the behalf of the Minister and, where he is not already doing at times when 

vacancies occur, to allocate for that purpose.  

 

The Act goes further and prohibits employers from discontinuing the employment of 

a disabled person (URT, 1985). However, this Act lacks the necessary provisions 

requiring friendly working environment for people with disability (especially 
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women) in the Public Civil Service. 

2.4.2 Tanzania's Disability and Work Legislation Quotas 

Tanzania enacted the Disabled Persons (Employment) Act (No. 2) in 1982. This Act 

established a quota system requiring that two percent of the workforce in companies 

with more than 50 employees must be persons with disabilities. It also established 

the National Advisory Council, the role of which was to advise the Minister 

responsible for the social welfare of people with disabilities (International Labour 

Organization, 2009). Although covered employers were required to hire based upon 

the quota system, this law was neither effectively publicized nor enforced by the 

Tanzanian government. Indeed, in 2010 only one-third of employers that participated 

in a survey on disability were aware of the Disabled Persons Employment Act of 

1982 (Kweka, 2010). 

The 2010 Act imposes similar requirements with respect to the employment of 

people with disabilities. Specifically, Article 31 requires employers to hire and 

maintain the employment of people with disabilities and establishes a work force 

quota under which every employer with a work force of 20 or more individuals must 

employ persons with disabilities at a rate of at least 3% of the employer's total 

workforce (Tanzania, 2010). As disability employment accountability mechanisms, 

workplace quotas are still utilized in a number of different national contexts, 

including Austria, Germany, Japan, France, Italy, Poland, China, and Korea (Kim, 

2011; Tamako, 2007; Heyer, 2005) however, their utilization has been subject to 

criticism on theoretical grounds, namely the "tensions between the rights model, 

which in the employment arena mandates equal employment opportunity, and the 

welfare model, which responds to employment discrimination by mandating quotas" 
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(Heyer, 2005, p. 238). The quota system has been further criticized on other grounds 

as well: (a) labeling people with disabilities; (b) company preference for paying a 

penalty rather than employing people with disabilities; (c) difficulty to set effective 

sanctions to force/strengthen the system; (d) low wages and underemployment of 

people with disabilities; (e) difficulty in meeting the multiple and diverse needs of 

people with disabilities in the workplace; and (f), effects of economic recession on 

full employment goals (Kudo, 2010). 

2.4.3 T h e  Employment and Labor Relations Act, 2004 

This is the major 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 all grounds including 

disability (URT, 2004b). 

2.4.4 T h e National Policy on Disability, 2004 

It provides directives and measures that are supposed to be followed in order to 

improve the situation of disabled people in all sectors (including employment) in 

Tanzania. Paragraph 3.10 of the policy requires Government in collaboration with 

stakeholders to take measures to ensure people with disabilities are availed with 

work tools. It also requires the Government in collaboration with stakeholders to 

review the Disabled Persons (Employment) Act No.2 of 1982. This is due to the fact 

that the legislation has not provided a solution to the employment problems of people 

with disabilities due to changes in the economic climate and globalization (URT, 

2004a). 

 



 21 

It further requires the Government to take measures in ensuring that public buildings 

and other facilities are accessible to people with disabilities. It further requires the 

Government in collaboration with Disabled Peoples Organizations (DPOs) to ensure 

that people with disabilities are provided with information on the availability of 

technical aids, or provide technical aids to people with disabilities who have no 

means to buy them. The Government shall also waive fees for technical imported 

into the country and those manufactured in the country. It should also put a 

mechanism in place to ensure the production of low cost technical aids in the country 

(URT, 2004a). 

 

Despite the fact that the National Policy on disability being very good on paper, it 

has not been of help to people with disabilities. This is because it cannot be 

implemented because there is no law which can be used to enforce it (URT, 2004a). 

 

2.4.5 T h e National Employment Policy, 2008 

One of the key objectives of the policy is to promote equal access to employment 

opportunities and resources endowments for vulnerable groups of women, youth, and 

People with Disabilities. The policy also states the measures required to be taken in 

order to ensure that people with disabilities access equally both paid and self 

employment opportunities. Those measures include: Government undertaking 

affirmative action to enhance the employability of disabled people, to provide special 

facilities and equipments to enhance the capacity of disabled people, to make efforts 

in ensuring that friendly infrastructures, sensitize employers of their obligation to 

comply by employing a minimum set number of people with disabilities as set out in 

the law regarding people with disabilities (URT, 2008b). 
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2.4.6 Guidelines for Services to People with Disabilities  

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

employment to opportunities in the Public Civil Service. It narrates the obstacles, 

which the disabled face in securing employment opportunities and the challenges, 

which they are facing in the course of their employment. 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 are such as, requires employers to ensure that people with 

disabilities are not discriminated at workplace, all Government Institutions to 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 (URT, 2008a). 

2.5 Knowledge Gap 

Literature available has indicated that various scholars have carried out different 

studies on people with disability and identified how the disabled people have been 

treated starting from family level such that most disabled children are unlikely to 

have the educational opportunities that allow them access to highly valued and well 

paying professional positions. 

Discrimination and inaccessibility also are major obstacles that disabled people face 

especially women in employment opportunities (Rao, 2002; Braimah, 2009; Asch 

and Fine, 1988). 

However, there is still a gap regarding challenges facing disable people in 

employment opportunities within the Public Civil Service., Many previously studies 
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such as Kelvin 2008 and Mulindwa 2003 are based on gender discrimination among 

disabled women in employment opportunities with limited studies on challenges they 

face at work places. 

2.6 Conceptual Framework 

Figure 1 depicts the conceptual framework that guided the study.  The framework 

shows the affectual relationship among variables. Independent variables are personal 

(eg. believes, attitude, education level etc), Infrastructure (buildings, transport, 

working facilities etc) and Institutional (laws, regulations, policy etc) which act or 

interact with PWDs and cause challenges if not in favourable. The Challenges 

(discrimination in employment, promotion, type of job, support facilities etc) are the 

dependent variables.  
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Figure 1: Conceptual framework on causes and impacts of challenges facing 

disabled people at work place 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1  Study Area 

3.1.1. Selection of the study area 

The study was conducted in Dodoma municipality within Dodoma region, Tanzania. 

The selection of the study area was based on the understanding that Dodoma 

municipality is the capital city and fast growing urban centre in Tanzania. Hence, 

Dodoma Municipal Council is one of the public sectors that have a lot of staff to 

represent views of both disabled and non disabled public employees.  

3.2.0 Description of the Study area 

3.2.1     Location 

Dodoma municipality is located in the middle of the country. It is boarded by 

Chamwino district in the East and Bahi district in the West.  It lies between Latitudes 

6.00
0 

and 6.30
0
 South, and Longitude 35.30

0
 and 36.02

0
 East.  It is 456 km to Dar es 

Salaam region and 426 km to Arusha region. The municipality covers an area of 

2,769 km 
2
 . It is characterized with both urban and rural qualities (MD, 2015). 

3.2.2 Climate 

The climate of Dodoma is Semi-arid characterized by a marked seasonal rainfall 

distribution with long dry and short wet seasons, an average annual rainfall of about 

550-600 mm per year, which fall between December and April each year (MD, 

2015). 
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3.2.3  Administration 

Dodoma municipality is administratively divided into one parliamentary 

constituency, 4 divisions,   41 wards, 18 villages, 170 mitaa and 222 hamlets. (MD, 

2015) 

3.2.4  Population 

According to the population and housing census of 2012, Dodoma District had 

324,347 people of which male are 147,469 and females 166,878 with the population 

growth of 2.8%. The 2015 projected population is 529,626 people whereby males are 

262,422 and females 267,204.  The number of households is 107,000. (MD, 2015) 

3.2.5 Economy 

About 50% of people‘s income in the municipality is from public service 

employment which is the main issue and among other factors that made the 

researcher to select the study area. 35% is from agriculture and animal husbandry.  

25% of the population is engaged in petty businesses such as retail shops, carpentry 

and food venders. Other activities include small and medium industries, consultancy 

and construction work. Main industrial products are wine, mattresses, furniture and 

mineral water.  Others include honey, wax and herbs from the forests (MD, 2015). 

3.3 Social service 

3.3.1 Education 

The Municipality has 98 pre-primary classrooms, among which 83 are owned by the 

government and 15 owned by religious institutions and private organizations. It also 

has 107 Primary schools among them 92 are public owned schools and 15 private 

owned schools. The municipality has 8 centres for pupils with disabilities; these 

centres include Mpunguzi, Nala, Mlezi, Kaloleni, Hombolo, Chinangali, Dodoma 
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Viziwi and Miyuji Cherish Centre (MD, 2015). This implies that there is high level 

of illiteracy in the study area especially to disabled children because only few are 

attending school. 

Dodoma Municipal Council has 51 secondary schools of which 36 are 

public/community owned and 15 private schools. There are three secondary schools 

among 36 public secondary schools are boarding and the rest are day schools 

(Boarding secondary schools include; Bihawana, Dodoma and Msalato girls) (MD, 

2015).  

3.4 Research design 

A cross sectional case study research design was used in this study. According to 

Odum in Kothari (2004), the cross-sectional case study design is a technique by 

which individual factors whether an institution or just an episode in the life of an 

individual or group is analysed in its relationship to any other in the group only once 

or at a particular time. The choice of the design is based on the fact that the study 

method gives unitary characters of data being studied by inter relating a variety of 

facts to a single case, taking into account its flexibility in terms of methods for data 

collection. 

 

The design also provided opportunity for researcher to analyse many specific details 

that are often overlooked with other research designs. Moreover, the design is less 

costly in comparison to other research designs (Ghauri and Gronhaug, 2002). 

3.5 Target Population 

The target population for this study is the people with disabilities. 
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3.6 Sampling Techniques 

3.6.1. Sampling Frame and Sampling Unit  

The sampling frame consisted of a list of employee of Dodoma Municipal Council 

(disabled and non-disabled persons) and key informants. The sampling unit was 

employee within the municipality. Head of departments, commission for social 

welfare, special needs education coordinator, administrative officers, heads of 

disability NGOs, labour officers and Ward Executive Officers (WEOs) were the key 

informants. Key informant interviews involve interviewing a select group of 

individuals who are likely to provide needed information, ideas, and insights on a 

subject under study. Only a small number of informants are interviewed. Such 

informants were selected because they possessed information or ideas that can be 

solicited by the researcher. Depending on the nature and scope of an inquiry, the 

researcher identified appropriate groups from which the key informants are drawn 

and then selected a few individuals from each group. The number of key informants 

usually ranges from 8 to 15. Secondly, key informant interviews are essentially 

qualitative interviews. They were conducted using interview guides that list the 

topics and issues to be covered during a session. The researcher frames the actual 

questions in the course of interviews. The researcher subtly probes informants to 

elicit more information and takes elaborate notes, which are developed later. If all 

the relevant items are not covered in a session, the researcher goes back to the key 

informant. It is the unstructured nature of the interviews that invests them with 

special meaning and relevance in the present discussion. 
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3.6.2 Sampling procedure and sample size 

Probability and non-probability sampling methods were used. Probability sampling 

techniques included stratified random sample hence putting the sampling frame into 

group or strata of disabled and non disabled, and from each group simple random 

sampling was used (Kothari 2004). 

  

Non probability sampling included purposeful sampling in which key informants 

were purposeful selected by virtue of their positions. 

The sample size was estimated using equation (I) derived by Yamane (1967); 

                        N 

n   =                                       ………………………………………………… (i) 

      1 + N (e)
2 

Where: 

N= Population, n = sample size, e = precision level (1-10%)           (Yamen, 1967) 

Using a population of 4453 of municipal employees at the time of this study and 

precision level of 10%, the estimated sample was  96 respondents.  

In addition to this sample size, six (6) key informants were also involved in this 

study. The sample was distributed according to number of staff in each department 

such that a department with large number of employees had more representatives 

than others as presented in Table1.  

 

 

 

 

 



 30 

Table 1: Sample size distribution  

Department Respondents 

 Frequency Percentage 

Personnel administration 7 7.3 

Work and legal 2 2.1 

Health 5 5.2 

Primary education 37 38.5 

Secondary education 22 22.9 

Bee keeping 1 1.0 

Land planning and monitoring 8 8.3 

Communication 8 8.3 

IT and internal audit 6 6 

Total 96 100 

 

Data collection methods and sources 

Both primary and secondary data sources were used in the study. Among the data 

collection methods employed in the study included interviews, documentary review, 

Focus Group Discussion (FGD) and observations. The reason for applying different 

method was to enhance the validity of the data for the meaningful results. Details of 

each method are hereunder explained: 

Primary data sources 

3.7.1 Interviews 

Two types of interviews were used as explained below: 
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3.7.1.1A structured interviews  

This is a method of collecting information through personal interviews in a 

structured way. In such an interview the researcher involved the use of a set of 

predetermined questions (questionnaire). Thus the researcher in a structured 

interview follows a rigid procedure laid down, asking questions in a form and order 

prescribed. This  type of interviews are best suited for engaging in respondent 

or focus group studies in which it would be beneficial to compare/contrast participant 

responses in order to answer a research question. The researcher quite often used the 

techniques because it is more economical, provides a safe basis for generalization 

and it requires relatively lesser skill on the interview. In this method, more 

information can be obtained.  The researcher can usually control which person(s) 

will answer the questions. For structured qualitative interviews, the researcher 

developed both closed and open-ended interview questionnaires. It enables the 

researcher to examine the level of understanding a respondent has about a  topic 

under study - usually in slightly more depth than with a postal questionnaire, It is 

relatively quick and easy to create, code and interpret (especially if closed questions 

are used). The researcher is able to contact large numbers of people quickly, easily 

and efficiently and it provides a reliable source of quantitative data 

(http://www.sociology.org.uk/methsi.pdf) 

 

4.7.1.2 A semi-structured interview  

A semi structured interview is characterized by a flexibility of approach to 

questioning; it does not follow a system of pre-determined questions and 

standardized techniques of recording information.  Semi-structured questions in a 

form a check list were used to collect data from key informants.  

http://en.wikipedia.org/wiki/Interview
http://en.wikipedia.org/wiki/Focus_group
http://www.sociology.org.uk/methsi.pdf
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3.7.2 A Focused Group Discussion 

A Focused Group Discussion (FGD) is a good way to gather people from similar 

backgrounds or experiences to discuss a specific topic of interest (Stewart & 

Shamdasani, 1990). The researcher used FGD to collect data from participants to 

gain an understanding of the challenges facing disabled persons in employment 

opportunities within the public civil services. A researcher introduced the topics for 

discussion, and facilitated the group to participate in a lively and natural discussion. 

A researcher prepared two FGD sessions in each department. Each group was 

composed of 6-8 members from both abled and disabled employees a check list was 

used to guide the discussion.   

3.7.3 Observation  

Observational method is a social research technique that involves direct observation 

of phenomena in their natural setting (Holigrocki et al., 2002). This method was used 

to observe the support provided by municipal council to its employees especially the 

disabled persons. Under this method, a checklist was used as a tool to guide 

observation; a camera was used as a tool for taking photo images.  

3.7.4 Secondary data sources 

3.7.4.1     Documentary review 

Collection of secondary data included review of various reports, journals and other 

relevant materials related to topic under study. Sources of these materials were 

libraries, internet and respective government offices. 
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3.8 Data Processing and Analysis 

3.8.1 Data processing 

Data were examined to detect errors, omission. Unreliable information was corrected 

and edited to ensure that the data were accurate and coded in the field before entered 

in SPSS program. Coding was followed after data editing where numerals were 

assigned to items of questionnaire so that responses were put into the computer. Data 

were consistently and uniformly entered in the computer program known as SPSS 

(Statistical Package for Social Sciences) and well arranged to facilitate classification 

and tabulation (Jamal & Kamuzora, 2008). Field data editing was done thoroughly 

by checking each questionnaire.  

3.8.2 Data Analysis 

Data analysis refers to the computation of certain measures along with searching for 

patterns of relationship that exist among data groups (Kothari, 2004). After data 

coding, editing and entry, Analysis followed using the Statistical Package for Social 

Sciences version 20 (IBM) for windows. Data  were analysed according to the 

objectives of the study as follows: 

3.8.2.1 Establish the extent of employment for people with disability in the study 

area 

Descriptive statistics was used where means, percentages and frequencies were 

employed to establish the status of employment of the disabled people in  Dodoma 

municipality.  
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3.8.2.2  Identifiying the challenges facing disabled people in employment 

processes 

Frequencies and percentages were  computed to establish the types of challenges and 

proportion of respondents involved. Challenges with relatively large frequencies 

were considers as the most important. Cross tabulation analysis (SPSS, 1999) was 

used for comparison of the challenges between and within groups of disabled  and 

abled employees. Also ranking to establish which were the most important challenge 

in different groups was used in the study. 

3.8.2.3 To identify options to improve the employment status of people with 

disabilities 

Suggested options were ranked using frequencies and percentages. The one with 

relatively large frequencies were considered as the most important options. Multiple 

response analysis (SPSS, 1999) was used to analyse options to improve the 

employment status of people with disabilities during the retruitment process and at 

working places.  

3.9 Results   Presentation 

This study is both qualitative and quantitative in nature. The collected data were 

presented in tables, percentages or graphs.  

3.10  Validity of the Data 

 

Validity is the extent to which the information collected by the researcher truly 

reflects the phenomenon being studied (Veal, 1997). The validity of data collection 

were assured by use of local language, local leaders, explaining the objectives of the 

study, ensuring confidentiality and triangulation. Translating questions from English 
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language into Kiswahili language, building causal friendship to respondents to 

ensure confidence and use of office supervisors. 

3.11. Reliability of the Data 

 

Reliability is the extent to which research findings would be the same if the research 

were to be repeated at a later date or with a different sample of subject (Veal, 1997). 

Reliability in this study was assured by pre-testing of questionnaire and researcher 

administering the questionnaire. 

3.12 Ethical issues 

The researcher obtained all the required research permits prior to starting data 

collection. Data collected were handled with high confidentiality. Before data 

collection respondents were informed about the purpose of the study and assured that 

confidentiality would be maintained. Also, respondents were assured that the 

information collected would be used for academic purposes and not otherwise. 

Moreover, the questions were carefully structured so that questions that might have 

embarrassed the respondents were not included in the questionnaire and focus group 

checklist. 

3.13 Limitations and Delimitations 

The results and conclusions from this study are based on a sample size from only one 

municipal within the country. Hence interpretation and generation need to be taken 

with care only to similar situations 
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CHAPTER FOUR 

RESEARCH RESULTS AND DISCUSSION 

4.0 Introduction 

This chapter presents and discusses the research results relating to the research 

questions that guided the study. The chapter contains two parts; the first part presents 

the demographic characteristics of respondents such as age, education status, sex, 

and marital status. The second part is the presentation and discussion of the results, 

in order of the specific research objectives. 

4.1. Characteristics of respondents 

Results in Table 2 and Table 3 show characteristics of sampled respondents based on 

sex, age, marital status and education level. The results indicate the following; 

4.1.1 Sex 

 Both males and females employees were included in the sample for this study.  The 

results show that many (65.6%) were males compared to few (34.4%) females. This 

is due to the reason that many employees in the study area are males. This can be due 

to the traditional values that favored men in education and formal employment 

sector. Hence, males had more chances of getting employment than females.  

4.1.2 Age 

Results indicate three age categories namely young (20-35yrs), middle (36-45yrs) 

and aged (46-62yrs). The analysis of ages of respondents revealed that, most of the 

respondents were of the middle age occupying 51% of all respondents in the study 

area. This is attributed to the effort by the government which started few years ago to 
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employ youths which by this time most of them might have reached the middle age. 

This can also indicate lack of continuity in employment successions.  

4.1.3 Marital status 

Results on marital status show that majorities (82.3%) of respondents were married 

and very few were divorced (8.3%) and widow (9.4%). The higher proportion of 

marriage status is a common phenomenon in most areas in Tanzania. Observation 

that small divorce rate (8.3%) may be indicating that people in the study area had 

stable marriages. Married couples are more trustful /responsible but divorced and 

widow lack responsibilities and collateral due to most African culture which hinder 

disabled people to go school.  

4.1.4 Education level 

The results on education levels of the respondents are indicated in Table 3. The 

results revealed that, almost all (96%) of employees with and without disability in 

public civil servants had at least a college level of education. However, there were 

very few respondents who had the primary level (3.1%) and secondary level (1%). 

These findings imply that employment in Tanzania is more focused to people with 

higher education than to people with the primary level of education who are very few 

in the Public Civil Servant. Thus employees education level was observed as one of 

the  discriminative factor for employees with diasabilities from  employees without 

disabilities. 
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Table 2: Demographic characteristics of respondents 

Variable Description Respondents (%) 

N=96 

Sex    

 Males  65.6 

 Females 34.4 

Age (years)   

 Young  (20-35) 23.9 

 Middle  (36-45) 51 

 Aged      (>45) 25.1 

Marital status    

 Married  82.3 

 Divorced  8.3 

 Widowed  9.4 

Education level 

 Primary education  3.1 

 Secondary education  1.0 

 College education  68.8 

 Higher learning  27.15 

 

4.2. Extend of employment for People with Disabilities 

4.2.1. Employment status for people with disabilities 

The results shown in Table 3 revealed that about a quarter (23.9%) of respondents 

are employees with disability. This rate is relatively high as compared to the national 

average of 10% people with different disabilities (URT, 2012). Further analyses 

showed that majority of disabled employees have physical disability 34.8%.  Hearing 

and vision disability accounts for 30.43% and 34.8% respectively. The high rate of 

employees with physical disability again reflects the true proportion of people with 

physical disability due to various reasons (Kevin, 1999).  
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These results indicate that the rate of employment of people with disability in the 

study area is above the national average and findings from other studies.  Research 

conducted by the NGO called Ernst and Young in 2005 revealed that disabled 

people who are working as civil servants comprise less than 1% of all employees 

in the Public Civil Service (URT, 2008). Also the report of the President‘s Office - 

Public Service Management unit, of July – December 2007, indicates that there is a 

total of 689 people with disabilities who are civil servants. This is equivalent to 

0.2% of 354,000 employees in the Public Civil Service (URT, 2008). This is due to 

the fact that most of employees in the study area use motorcycles so there are a lot 

of accident cases that led them to be disabled (physical disability). 

Table 3: Employment status of people with disability 

Category Respondents (%) N=96 

Disability 23.9 

Without disability 76.1 

 

4.2.2. Status of employment by sex 

Results in Table 4 show that most disabled employee (20.8%) in the study area are 

males as compared to few females (3.1%). Furthermore, all physically disabled 

employees are males. This may be due to the fact that in most community males are 

more involved in risk jobs than females hence leading to their disability. The 

observation is supported by Kevin (1999) who argued that among other causes of 

disability are accidents and that most accidents have caused disability to many 

people and most of them are males.  
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Table 4: Status of employment by sex 

Sex  Respondents (%)  

Male  20.8 

Female 3.1 

 

4.2.3 Distribution of employees by types of disability 

Table 5 shows that among all 23.9% of all disabled in the study area, the most 

common types of disabilities that were identified are: physical disabilities which 

accounted for about 38.1% of all types of disabilities, followed by hearing disability 

33.3% and vision which accounted for 21% of all disabilities. These findings also 

indicate that the disabled females are less getting employment opportunity compared 

to male.  

 

Table 4: Distribution of employees by types of disability 

Variable Description 

Respondents (%) 

Males 

(n =20 ) 

Females 

(n =3 ) 

Types of disability 

 Physical  38.1 1.1 

 Hearing  30.3 2 

 Vision  28.6 - 

 

4.2.3 Types of Job performed  

Results in Table 6 show the types of job performed by employees with disability and 

employees without disability. The results indicate that the job performed does not 

vary very much between disabled and non-disabled employees except for teaching 

and IT where the results indicate that there were more employees without disability 
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by (76.1%, 56.2% and 8.2%) respectively as compared to (23.9%, 26.1%  and  0%) 

of disabled people respectively. 

 

Table 6: Types of job performed 

Type of Job Employee category (%) 

 EWD (n = 23) EWND (n = 73) 

Teaching 26.1 56.2 

Health workers 21.7 11 

Community officer 39.1 11 

Office attendant 13.1 13.6 

IT - 8.2 

 

4.3. Challenges facing employee with disability 

The challenges facing employees with disabilities were categorized into two major 

groups namely those challenges related to employment process and challenges at 

their work place after employment.  

4.3.1. Challenges during employment process 

The challenges in employment process were grouped into three main categories 

namely sources of information, recruitment methods applied and challenges during 

interview. 

4.3.1.1 Sources of information 

The results in Table 6 show that, most (65.2%) of disabled employees received 

information about the existence of job position through newspapers.  In case of 

employees with no disability relatively large proportion (43.8%) obtained 
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information from newspapers few (43.2%) from friends and notice boards (21.9%). 

There is no much difference on accessing job information from newspapers and 

friends between the two groups. Significant difference is observed on accessing 

information from notice boards where none of the people with disability had received 

information about the existence of job position through the government website 

(www.ajira.go.tz).  This is due to their disabilities that limit them to access notice 

board places. These results suggest that people with disabilities may have limited 

access to job position announcements depending on the methods used in 

announcements. Taking example of current website (www.ajira.go.tz). Method used 

in job announcement in Tanzania which may limit accessibility to people with vision 

and physical disabilities. 

4.3.1.3 Recruitment processes 

The results in Table 6 show that majority of Employee with Disability (EWD) were 

employed through interviews (65.2%)  and direct job allocation (34.8)  while 

majority of employee with no Disability were employed through direct job allocation 

(57.55) and few through interviews ( 31.5%) and  appointment ( 11%). Results 

indicate that there is no people without disabilities are employed through 

appointment. ).  The results suggest that the employment procedures do differ 

between the two groups. Majority of the people without disabilities are interviewed 

before employment compared to that with disabilities who are directly employed or 

appointed in some cases. However, this may be depending on the type of job rather 

than disability status. 

http://www.ajira/
http://www.ajira/
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4.3.2.3 Challenges during interview 

Respondents mentioned several challenges they faced during interviews process 

(Table 6). The challenges mentioned include delayed interview process, 

discrimination during interview, communication problems, corruption and lack of 

facilities.  The results indicate that, there is no much difference between disabled and 

non-disabled employees in terms of these challenges. All experience nearly the same 

challenge except for discrimination, tribalism and corruption where many employee 

with disability mentioned to be the major problem occupying.  

 

Table 6:  Challenges during employment process 

Variable Description EWD (n = 23)  EWND (n = 73) 

  (%) Rank  (%) Rank 

Sources of 

information 

website - 3  21.9 3 

 Newspapers  65.2 1  43.8 1 

 Friends  34.8 2  34.2 2 

Recruitment method Interview  65.2 1  31.5 2 

 Direct  34.8 2  57.5 1 

 Appointment - 3  11 3 

Interview challenge Delayed process 7.3 6  11 4 

 Communication  7.3 6  11 4 

 Facilities 17.7 2  26.6 1 

 Environment  15.9 3  9.2 5 

 Discrimination  24.4 1  22.0 2 

 Tribalism  13.4 5  12.8 3 

 Corruption  14 4  7.3 6 

EWD = Employees with Disability; EWND = Employees Without Disability 
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4.3.2 Challenges at work places 

Results on the challenges facing people with disability relative to people without 

disability at their workplace are presented in Table 7. The results identified three 

challenges namely, timely confirmation, on job training and incentive provision.  

Each challenge is hereby explained: 

4.3.2.1. 1 Employment confirmation 

 Results in Table 7 show that majority (65.2%) of employees with disability 

indicated that they were confirmed timely. However, there was a substantial 

proportion (34.8%) of employee with disability who said they were not confirmed 

timey. The situation is different to employees without disability where more than 

half indicated not to be confirmed timely. These results indicate that employees with 

disability are more timely confirmed that those without disability, a situation that 

indicate no discrimination to disabled during confirmation. The relatively large 

number of employees without disability can be the reasons for their delays in 

confirmation.   

4.3.2.2 On job training 

 Results in Table 7 show that only few 21.7% of employees with disability had 

attended on job training (workshops, seminars and short courses) compared to about 

49.3% of the employees without disability who had attended different types of on job 

training (workshops, seminars and short courses). Although the situation is not 

impressive to disabled people, the same challenges also face employees without 

disability as for 50.7% of employee without disability had not attended any on job 

training.  This implies that, not only the disabled employees face the challenge of on 

job training but also the employee without disability. This figure is contrary to the 
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employees training policy which requires that employer to build the capacity of 

employee (URT, 2008). In this study the job training refers to recruitment of the in 

services employers to cope with the changes in different issues as per technological 

change and globalization matters.   

 

The results on the sponsorship for on job training (Table 7) reveal that all (100%) of 

employee with disability who had attended the on-job training (workshops, seminars 

and short courses) were sponsored by the employer. This is different from employee 

without disability where about (39%) were sponsored by the employer. This implies 

that, in case of on job training sponsorship, employees with disability are favored as 

compared to employees without disability. Their relatively small number makes 

possible to be sponsored. 

 

Table 7: Challenges at work places 

Variables Description Respondents (%) 

EWD 

(n=23) 

EWND 

(n=73) 

Confirmed timely  

 Yes  65.2 31.5 

 No 34.8 68.5 

On job training 

 Yes  21.7 49.3 

 No 78.3 50.7 

Training  Sponsorship  

 Self  - 31.7 

 Employer 100 39 

 others - 29.3 
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4.3.2.4. Assistive Devices 

Results in Table 8 show that majority (78.3%) of employees with disability use 

assistive devices. Results indicated that majority of employees with disability 

(78.3%) agreed to use assistive device and a few (21.7%) employees without 

disability disagreed to use assistive device while all employees without disability 

disagreed to use assistive device. Table 8 also shows that majority (78.3) of people 

with disability obtained assistive devices without assistance from the employer. 

When asked who covers the cost of repair for their device, the majority (83.3%) of 

employee with disability mentioned that, they repair the devices themselves. Such 

results imply that, although the assistive device are very important for the 

improvement of job performance of the disabled people, the employer seems not to 

be assisting in purchase and repair of the assistive devices for both disabled and 

those without disability . The results are comparable to the study done by Msigalla, 

(2013), who observed that about 60% of EWD obtained the devices without any 

assistance from their employers and they covered all the expenses of their device 

repair without any assistance from their employers.  
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Table 8: Assistive device challenges 

Variables Description Respondents (%) 

  EWD 

N=23 

EWND 

N=73 

Using assistive device  

 Yes  78.3 - 

 No 21.7 100 

Sources of assistive devices 

 Self  78.3 - 

 Employer 

Others  

- 

5.6 

- 

- 

 Repair of the devices 

 Self  83.3 - 

 Employer - - 

 others 16.7 - 

 

4.3.6 Perception towards employee’s with Disability 

4.3.6.1 Employees perception towards employee with disability 

The results on the perception of other employees towards EWD are shown in Table 

9. The results indicate that all (100%) employees with disability perceived that other 

employees have negative attitude towards them in regard to their ability in executing 

their work. On the other hand, the perception of non-disabled employees varied. 

These results imply that, disabled people feel that they are not appreciated by their 

fellow employees. According to one of the employee without disability at DMC said 

that “I don’t think if EWD can perform his or her duties compared to Employee 

Without Disability” . More than half (67.1%) of EWD mentioned that they have 

negative attitude towards EWND. These perceptions can be one of the great 

challenges to EWD as it on basis of these perceptions that actions towards them are 

taken.  
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4.3.6.2 Management attitude towards people with disability 

The results on the perception of the EWD towards management regarding their 

ability in executing their job showed that, majority (65.2%) of EWD perceive that 

management have neutral (they do not favor nor discriminate) EWD. Only a few 

(34.8%) perceived management negative attitude towards them. This result was also 

supported by employee without disability in which majority (56.2%) mentioned the 

perception of the management on EWD regarding their ability in executing their job 

as neutral (they don‘t have position) and negative respectively. No employee on both 

categories perceived a positive attitude of the management towards EWD. 

 

Table 9: Perception toward employees with disability (EWD) 

 Respondent 

Category 

Attitude towards 

EWD 

Responses (%) 

EWD (n = 23) EWND (n = 76) 

Employees 

 Positive  - 11 

 Neutral  - 21.9 

 Negative 68 67.1 

Management  

 Positive  - - 

 Neutral  65.2 56.2 

 negative 34.8 43.8 

 

4.4: Options to improve the employment situation for people with disabilities 

Results on suggested options by respondents   are indicated in Table 10. The options 

are hereunder presented and discussed 
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4.4.1 Provision of motivation 

Motivation is believed to be the powerful ingredient which could make disabled 

employee work hard. When asked to suggest options which could improve 

employment situation of disabled people, timely provision of motivation was 

suggested by all (100%) disabled people and majority (67.1%) of non-disabled 

people. Both employees acknowledged presence of different motivations, but these 

motivations are not provided timely, hence lead to be termed as debts and it takes a 

long time to be paid.  

 

4.4.2 Financial assistance 

Results in Table 10 show that, financial assistance as an option suggested to improve 

employment situation of disabled people as suggested by few (30.4%) of disabled 

people and majority (54.8%) of non-disabled people. Financial assistance will help to 

cater for transport and to buy and repair their adaptive devices together with lunch 

during work days. This result corresponds to the claim during a focus group 

discussion (FGD) by disabled people in which one respondent said  

―if we have access to financial assistance from our employer 

and other allowance we could afford buying assistive devices 

and other equipment which enables us to perform our job 

effectively and therefore compete with non-disabled in work 

place.‖ 

 Therefore financial assistance seems to be of important especially for the most need 

group of EWD compared to EWND. 
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 4.4.3 Adoptive equipment 

Results in Table 10, show that both employees with disability (100%) and those 

without disability (67.1%) suggested that adoptive equipment should be given to 

disabled people to enable them execute their daily job effectively. 

 

4.4.4 Provision of incentives 

Incentives for hard working and extra performance (extra duty) are very important to 

enable an employee to develop the attitude of displaying extra performance. Results 

in Table 10, indicate that, provision of incentive was suggested by few disabled 

(31.8%) and non-disabled (35.6%). People with disability were asked to tell what 

they would like for the stakeholders to do in order to improve the job situation facing 

them in their work area. 

 

4.4.5 Infrastructure improvement  

Infrastructure improvement in working places are vital especially in order to 

accommodate people with disabilities and make them move from one place to 

another easier and this will make them perform effectively.  Results in Table 10, 

indicate that, infrastructure improvement was suggested by few (38%) of EWND and 

majority (100%) of EWD respectively. People with disability were asked to tell what 

they would like for the stakeholders to do in order to improve the infrastructure at 

working places. 
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Figure 2: This is the building where one of the offices at the study area 

 

Figure 2 shows one of the offices at the study area where employees with disability 

are working, infrastructures are not favorable to employees with disability. 

Employees with disability faces difficulties walking from one office to another 

therefore infrastructure, if not improved, will reduce work efficiency for employee 

with disability. 

Table 10: Options to improve employment situation for people with disability 

Option Respondents (%) 

EWD (n=23) EWND (n = 73) 

Timely Provision of 

motivation 

Infrastructure 

improvement 

100 

 

100 

67.1 

 

38 

Provision of incentives 34.8 35.6 

Financial assistance 30.4 54.8 

Adoptive equipment 100 67.1 

 *Multiple Responses  
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATION 

5.1 Conclusion 

This study was carried out to investigate challenges facing disabled people in 

employment opportunities within the public civil services. The study was guided by 

the following three objectives; to establish the extend of employment for people with 

disabilities in the study area to examine the challenges facing employees with 

disabilities at work place and to identify options to improve employment situation for 

people with disabilities.   Based on the results from this research the following 

conclusions are made: 

5.1.1 Extend of employment for people with disability 

The result shows that there are 23.9% of employees with disability and 76.1% of 

employees without disability in the study area. This is high as compared to the 

National average of 10% people with different disabilities (URT, 2012). Major types 

of disability being physical, hearing, and vision, this show the status of employment 

for disabled people in the study areas is high compared to the National average. 

5.1.2  Challenges facing persons with disabilities in employment processes 

People with disabilities have additional challenges of getting information about job 

positions, lack of assistive devices and negative attitudes of employers and other 

employees towards them. Other challenges facing people with disability at 

employment process are on how to access job information, mistrust by the employer 

on their ability to do the job until they are interviewed, lack of enough opportunity 

to attend on job training and lack of support by the employer in purchasing and 
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repairing of assistive devices. However both People with Disability and that Without 

Disability face different challenges during employment processes and at work 

places. 

5.1.3 Options to improve the employment status for people with disabilities 

Options to improve employment situation of the people with disability include 

provision of incentives, financial assistance for assistive devices and conducive 

infrastructure and awareness of presence of people with disabilities in working 

places, all this will lead to improvement on employment status of disabled 

employees. 

5.2 Recommendation 

The Government should make sure that there are standard services provided to 

employees with disabilities within the Public Civil Service. This should be enforced 

by the Law which will oblige all employers to comply. 

Reforming labour laws, policies and guidelines to address specific needs of People 

with disabilities is therefore of particular importance. 

Government should ensure availability of all necessary equipment for EWD in the 

country which may include equipment produced locally. The equipment should also 

be distributed to every person with disabilities at a low cost and, where possible, 

free of charge. Employee with disabilities should be given supporting devices 

Government should also provide allowances to people with disabilities to cater for 

the additional costs they incur because of their disability in the course of their 

employment. 
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Government, in collaboration with other stakeholders, should make sure that legal 

action is taken against any person who discriminates against a person with 

disability. More efforts should also be devoted to sensitize the public on the rights 

of people with disabilities in society through awareness seminars, mass media like 

radio, newspapers, TVs, etc.  The awareness-raising  should  focus  on  changing  

the  mindsets  of  employers  and  the community at large on the negative attitude 

they have against people with disabilities. The society should understand that 

education, vocational skills and employment are the tools of empowerment which 

can convert disabilities into abilities 
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5.3  Suggested area for Further Research 

For an improved understanding of rights to work for the people with disability in 

Tanzania, there is a call for a more systematic assessment of this topic specifically 

the contractual relationship between employers at different levels of work and the 

government policies. . 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 56 

REFERENCES 

Albert, B. (1997). In or out of the mainstream? Lessons from research on disability 

and development cooperation. The Disability Press, Leeds. 

Asch, A., & Fine, M. (1988). ―Introduction: Beyond Pedestals‖. In M. Fine & A. 

Asch, Women with disabilities: Essays in psychology, culture, and 

politics. Philadelphia, PA: Temple University Press. 

Australia government (2011). Employer perspectives on recruiting people with 

disability and the role of Disability Employment Services department of 

education, employment and workplace relation. The Haworth Press, Inc, 

New York. 

Babbie E. 4
th

 Ed (1986), The Practice of Social Research. Publishing Company 

Belmont. 

Backer, C.M Hamer, A.M and Morrison, A.R (1994); Beyond Urban Bias in Africa: 

Urbanisation in an Era of Structural Adjustment. James Currey, London 

and Portsmouth. 

Banks, E.M and Kaschak, E. eds (2003). Women with Visible and Invisible 

Disabilities: Multiple Intersections, Multiple Issues, Multiple Therapies. 

The Haworth Press, Inc. New York, London 

Barnes, C, &Mercer, G (1997).Doing Disability Research Paperback – September 

1.The Disability Press. Tehran. Iran 

Bateman, T.S. and Snell, S.A. (1996), Management: Building Competitive 

Advantage, (3 ed.), USA, McGraw-Hill 

Bech, Margunn M., Lawi, Yusufu Q.,Massay, Deodatus A., &Rekdal, Ole B. (2013). 

Changing Policies and Their Influence on Government Health Workers 

in Tanzania, 1967-2009: Perspectives from Rural Mbulu District. The 

International Journal of African Historical Studies , Vol. 46, No. 1 pg 

246 

Bentzon, A.W, Hellum, A&Stewart, J (1998). Pursuing grounded theory in law: 

South-North experiences in developing women‘s law. Oslo, Tano 

Aschehoug and Harare, Mond Books. 

Bowe, F. (1984). Disabled women in America: A statistical report drawn from 

census data. Washington, DC: President's Committee on Employment of 

the Handicapped. 

 



 57 

Boylan, E. (1991).Women and Disability. Zed Books Ltd, United States of America. 

Braimah, S. (2009). Addressing the Welfare& Rights of the Disabled: With Equal 

Access and Opportunities, No Persons will be Disabled. Available online 

at: 

http://activism.suite101.com/article.cfm/addressing_the_welfare_rights_o

f_the_disabled#ixzz0fyVF2AOh– Accessed on February 2014 

Bryman, A. (2008). Social Research Methods (3rd ed.). Oxford: Oxford University 

Press. CFU. 

CEDAW (2006). The Convention on the Rights of Persons with Disabilities, article 

2(d) and (f). Dar es Salaam City  Council (2004).Dar es Salaam City 

Profile. Available online 

at:www.estis.net/includes/file.asp?site=chip&file=12C88AF9–Accessed 

on February 2014 

Craddock, G and McCormack, L (2002) 'Delivering an AT service: a client-focused, 

social and participatory service delivery model in assistive technology in 

Ireland', Disability & Rehabilitation, Vol.24, 1/2/3, 160- 170 

Deegan, M and Brooks, A.N. eds (1985). Women and Disability: The double 

handicap.Disability Dialogue Serial Part: No 5Available online at: 

http://www.asksource.info/resources/overcoming-barriers-

mainstreaming-and-inclusion-disability-whole-issue-accessed on 15 

March 2015 

Fowler, F.G (1988), Survey Research Methods, News buries Park C.A Sage Public. 

Ghauri, P. and Gronhaug, K. (2002). Research Methods in Business Studies. Harlow:  

Pearson Education. 

Gudafelsky, AB and Madduma, C. (1992). Training of Persons who care for Persons 

with Mental Handicap: An Asian Experience. Brussels: ILSMH. 

Hershey, L. (2001). Tanzania: Research explores lives of disabled women &girls. 

Disability World 2001 Society for Disability Studies Conference in 

Winnipeg, Canada. Retrieved from www.disabilityworld.org/09-

10_01/women/tanzania.shtml   

Holigrocki, R. J., Kaminski, P. L. & Frieswyk S. H. (2002). PCIA-II: Parent-Child  

Interaction Assessment Version II. Unpublished manuscript, University of 

Indianapolis.(Update of PCIA Tech. Rep. No. 99-1046. Topeka, KS: 

Child and Family Center, The Menninger Clinic). 

http://activism.suite101.com/article.cfm/
http://www.estis.net/includes/file.asp
http://www.estis.net/includes/file.asp
http://www.estis.net/includes/file.asp
http://www.asksource.info/resources/overcoming-barriers-mainstreaming-and-inclusion-disability-whole-issue-accessed
http://www.asksource.info/resources/overcoming-barriers-mainstreaming-and-inclusion-disability-whole-issue-accessed
http://www.disabilityworld.org/09-10_01/women/tanzania.shtml
http://www.disabilityworld.org/09-10_01/women/tanzania.shtml


 58 

HongKong. Labour and Welfare Bureau. (2007).Report on the Implementation of the 

Biwako Millennium Framework for Action towards an inclusive, Barrier–free and 

Rights–based Society for persons with Disabilities in Asia and the Pacific 

(BMF) in HongKong, China. Presented at High-level Inter governmental 

Meeting on the Midpoint Review of the Asian and Pacific Decade 

ofDisabledPersons, 19–21September2007, Bangkok, Thailand. Available 

online at: http://www.worldenable.net/bmf5/paperhongkong.htm- 

Accessed on February 2014 

Heyer, K. (2005). Rights or Quotas? The ADA as a model for disability rights. In L. 

B. Neilsen, & R. L. Nelson (Eds.), Handbook of employment 

discrimination research: Rights and realities (pp. 237-257. Dordrecht: 

Springer. 

ILO.(1993).  Equitable Training and Employment Opportunities: ILO position paper. 

Available online at: http– Accessed on 03  February 2014. 

ILO .(1998).Vocational Rehabilitation and Employment of  Disabled Persons. ILO 

1996  Employment.  International  labor  office. Geneva 

ILO. (2004). Achieving equal employment opportunities for people with disabilities 

through legislation: Guidelines. Geneva 

ILO. (2007). Report of the Director General, Equality at work: Tackling the  

challenges, Global Report under the follow-up to the ILO Declaration on 

Fundamental Principles and Rights at work, 96
th 

Session 2007, 

International Labour Office Geneva. Available online at: 

http://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---

webdev/documents/publication/wcms_082607.pdf- Accessed on January 

2014 

ILO. (2008). Bureau for Gender Equality.  Remove the Obstacles! On the right track 

to equality. Available online at: 

http://www.ilo.org/gender/Events/Campaigns2008-2009/lang--

en/WCMS_098007/index.htm- Accessed on February 2014 

ILO. (2002).  Employment  of people with disability. The Impact of legislation report 

of a technical consultation, Addis Ababa Ethiopia 

Jamal, A. and Kamuzora, F. (2008).  Research Methods for Business and Social 

Studies.   Mzumbe Book  Project. Mzumbe, Morogoro 

 

http://www.worldenable.net/bmf5/paperhongkong.htm
http://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---
http://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---
http://www.ilo.org/gender/Events/Campaigns2008-2009/lang--
http://www.ilo.org/gender/Events/Campaigns2008-2009/lang--


 59 

Kapuya, J.A. (2004).  National  policy on disabilities.  Ministry of Labour, Youth 

Development and Sports.  Republic of Tanzania.  Retrieved 6/7/2015 

fromwww.tanzania.go.tz/pdf/NATIONAL%20POLICY%20ON%20DIS

ABILITY.pdf  

Kelly-Hayes,.M,Beiser,A, Kase,S.C.,Scaramucci,. D‘Agostino,R,Wolf,AP 

(2003).The influence of gender and age on disability following ischemic 

stroke: the Framingham study. Journal of Stroke and Cerebrovascular 

Diseases, Volume 12 , Issue 3 , 119 – 126 

Kim, C. (2011). Comparative  perspectives  on disability employment policy. 

 International Review of Public Administration 15(3), 27-35. 

Kim, C. (2011). Comparative perspectives on disability employment policy. 

 International Review of Public Administration 15(3), 27-35. 

Kothari .C.R. (2006) Research Methodology Methods and Techniques New Age 

International (P) Limited Publisher. New Delhi 

Kothari. C.R (2001) Research Methodology; Methods and Techniques 2
nd

 Ed, Wiley 

Eastern Limited, New Delhi 

Kudo, T.(2010).  Japan's  employment  rate of persons with disabilities and outcome 

 of employment  quota  system. Japan Labor Review 7(2), 5-25. 

Kweka, J. (2010). Employment of persons with disabilities in Dar es Salaam 

Tanzania: An assessment of the proportion of persons with disabilities in 

the workplace, 2010. Retrieved on May 1, 2015 from: 

http://www.radardevelopment.com/fileadmin/downloads/CCBRT_Disabi

lity_Employment_Survey.pdf 

Krishnaswami, O.R and Ranganatham, M (2005) Methodology of Research in Social 

Sciences, New Offset Printers, Daryaganj, New Delhi 

Kutza, E. A. (1985). ―Benefits for the disabled: How beneficial for women?‖ In M. J. 

Deegan& N. A. Brooks (Eds.), Women and disability: The double handicap. New 

Brunswick, NJ: Transaction Books Lewis, J. (undated). Radical 

Feminism. Available online at: 

http://womenshistory.about.com/od/feminism/g/radicalfeminism.htm- 

Accessed on March 2014 

 Lindlof & Taylor. 2002. Qualitative Communication Research Methods, 2nd 

Edition.  Thousand  Oaks.4 

 

javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
javascript:void(0);
http://www.radardevelopment.com/fileadmin/downloads/CCBRT_Disability_Employment_Survey.pdf
http://www.radardevelopment.com/fileadmin/downloads/CCBRT_Disability_Employment_Survey.pdf
http://womenshistory.about.com/od/feminism/g/radicalfeminism.htm-
http://www.sagepub.com/booksProdDesc.nav?prodId=Book225567
http://www.sagepub.com/booksProdDesc.nav?prodId=Book225567


 60 

Macha, E. (2002).Gender,  Disability and Access to Education in Tanzania. Doctor 

of Philosophy Thesis. The University of Leeds Department of Sociology 

and Social Policy Center for Disability Studies. 

Macha, E.(2006).World Blind Union (WBU) position paper on employment of blind 

and partially sighted people with a special emphasis on advocacy. 

Available online at: http://www.designingsteps.com/challenges.html- 

Accessed on December 2013 

Mathis, R.L. and Jackson, J.H. (2004), Human Resource Management, (10ed.), USA, 

Thomson. 

Mengi, R. (2001, May 19). The Plight of the Disabled, Tabuya Walemavu. Daily 

News, Dar es Salaam, Tanzania. 

MgonelaV.A (2010) Obstacles and Challenges faced by disabled women in 

employment opportunities in public service. 

Miles, M.B. (1979):‖Qualitative data as an attractive nuisance. The Problem of  

Analysis‖ in John Van Maanen (Ed) Qualitative Methodology. Bevely Hills Sage 

Publication London. 

Msigalla (2013), Challenges for people with disability persist: Advocacy and  

Capacity Building at Comprehensive Community Based Rehabilitation in Tanzania 

(CCBRT).                 

Mudrick, N. A. (1988). ―Disabled women and public policies for income support‖. In  

M. Fine & A. Asch (Eds.),Women with disabilities: Essays in psychology, culture, 

and politics. Philadelphia, PA: Temple University Press. 

Mulholland, SJ, Packer, TL, Laschinger, SJ, Olney, SJ and Panchal, V (1998). The 

mobility needs of women with physical disabilities in India: a functional 

perspective, Disability & Rehabilitation, Vol.20, 5, 168-178 

Newing, H. (2011). Conducting  Research in Conservation. A Social Science 

Perspective. London: Routledge 

.Pallant J (2011), SPSS survival manual: a step by step guide to data analysis using 

SPSS (4
th

 edition) Allen and Unwin, Crows Nest NSSW 2065, Australia 

 

http://www.designingsteps.com/challenges.html


 61 

Perry, A.D ed. (2003). Toward Decent Work for People with Disabilities: Examples 

of Good Practices in Vocational Training and Employment from Asia 

and the Pacific. Bangkok, International Labour Office. Available online 

at:http://www.ilo.org/public/libdoc/ilo/2003/103B09_417_engl.pdf- 

accessed on March 2014 

Rao, I. (2002).Equity to women with disabilities in India: A strategy paper prepared 

for the National Commission for Women. India. Available online 

at:http://www.disabilityrightsfund.org/resource/equity-women-

disabilities-india.html-accessed on 15 March 2015 

Reilly, O. (2003). The right to decent work of persons with disabilities.  ILO Geneva 

Russo NF, and Jansen M A. (1988). Women, work, and disability: Opportunities and  

challenges. In Fine M. and A. Asch (eds.), Women with disabilities: Essays in 

Psychology, culture and politics. Philadelphia: Temple University Press 

Sizer, A. (2005). Disability  dialogue. Overcoming the barriers to mainstreaming and  

Inclusion of Disability, Southern Africa Federation of the Disabled (SAFOD) 

Stewart, D.W. and Shamdasani, P.N. (1990) Focus Groups: Theory and Practices. 

Sage, UK. 

Tanzania. (2010). Persons with Disabilities Act. Enacted by the Parliament of the 

United Republic of Tanzania, 20 May 2010. Retrieved on May 24, 2012 

from:http://www.radardevelopment.com/uploads/media/Persons_with_Di

sabilities_Act_2010_01.pdf 

Tamako, H. (2007). Equality of opportunity or employment quotas? — A 

comparison  of Japanese and American employment policies for the 

disabled. Social  Science Japan Journal 10(1), 41-57. 

Tong, RM. (1989).  Feminist Thought: A comprehensive introduction. London 

Routledge. Transaction Inc. New Brunswick. 

UDHR. (1948). The Universal Declaration of Human Rights: A Common Standard 

of  Achievement. Kluwer law international. The Hague. The Netherlands 

UN (2007). Enable. Mainstreaming disability in the development agenda: 

Information on the 2007 International Day of Disabled Persons, decent 

work for persons with disabilities. Available online at:  

http://www.un.org/disabilities/default.asp?id=110 - Accessed on 

December 2013 

http://www.ilo.org/public/libdoc/ilo/2003/103B09_417_engl.pdf
http://www.disabilityrightsfund.org/resource/equity-women-disabilities-india.html-accessed
http://www.disabilityrightsfund.org/resource/equity-women-disabilities-india.html-accessed
http://www.radardevelopment.com/uploads/media/Persons_with_Disabilities_Act_2010_01.pdf
http://www.radardevelopment.com/uploads/media/Persons_with_Disabilities_Act_2010_01.pdf
http://www.radardevelopment.com/uploads/media/Persons_with_Disabilities_Act_2010_01.pdf


 62 

UN. (2010). Enable. Third session of the Conference of States Parties (1-3 

September  

2010, UNHQ New York.United States of America. Available on line 

at:http://www.un.org/disabilities/default.asp?id=1532-Accessed on 15 

March 2014 

URT. (2004a). National Policy on Disability, President‘s office public service 

management. Dares Salaam 

URT. (2004b). The Employment and Labour Relations Act No 6 of 2004, Ministry 

of labor, employment, and youth development. Dar es Salaam 

URT. (2004c). The Labour Institutions Act No 7 of 2004, Ministry of labor, 

employment, and youth development. Dar es Salaam 

URT. (2010). Persons with Disabilities Act No 9 of 2010, President‘s office public 

Service management. Dares Salaam 

URT. (2008). Guideline for services to people with disabilities who are civil 

servants, Dares salaam,  pg 3 

URT. (1977) The Constitution of the United Republic of Tanzania (last amended 

1985), 26 April 1977, available at: 

http://www.refworld.org/docid/3ae6b50c4.html [accessed 15 March 

2015] 

URT. (1985). Disabled Persons Employment Act 1982.President‘s office public 

Service management.Dares Salaam 

URT. (2008a). Guidelines for services to people with disabilities who are civil 

servants. President‘s office public service management.Dar es salaam 

URT. (2008b). The National Employment Policy. Ministry of labor, employment, 

and youth development. Dar es Salaam 

URT. (2013). 2012 Population and Housing Census. Population Distribution by  

Administrative Areas. National Bureau of Statistics Ministry of Finance Dar es 

Salaam and March, 2013 Office of Chief Government Statistician 

President‘s Office, Finance, Economy and Development Planning 

Zanzibar Sociological Research Skills: Research Methods 

http://www.sociology.org.uk/methsi.pdf retrieved on 10/June/ 2016 

 

http://www.un.org/disabilities/default.asp?id=1532-Accessed
http://www.sociology.org.uk/methsi.pdf%20retreived%20on%2010/June/%202016


 63 

Veal, A.J (1997) Research Methods for Leisure and Tourism, A practical Guide 

 (second  Edition): Pearson Education Limited, Edinburgh Gate, 

Harlow Essex  CM20 2JE England. 

Van Brakel, WH, and Anderson, AM (1998) ‗A survey of problems in activities of 

daily living among persons affected by leprosy‘, Asia Pacific Disability 

Rehabilitation Journal, Vol.9, 2 

White, B. (2000) Dissertation Skills for Business and Management Students Cassell 

Wellington House, London UK 

Yokoyama, A (2012). A Comparative Analysis of Institutional Capacities for 

Implementing Disability Policies in East African Countries: Functions of  

National Councils for Disability.Disability, CBR and Inclusive Development.Vol 23, 

No.2. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 64 

APPENDICES 

APPENDIX I:  CHECKLIST FOR KEY INFORMANTS 

My name is Leah G. Kibaki a master‘s student from University of Dodoma; I am 

doing research regarding the challenges facing disabled people in places of work 

within public civil service for partial fulfillment of masters in Public Administration. 

You are among key information necessary for the research, I therefore kindly request 

you to spare few minutes to answer the following questions. Please be assure that the 

information provided will be confidential and used only for this research purpose. 

 

1. Background information 

1. Age …………… (years) 

2.  Department/unit……………………………………………………….. 

3. What is your level of education? 

1-primary education 

2-secondary education              (  ) 

3-college education  

4.  Marital status 

1-married 

2-divorced 

3-single                           (  ) 

4-widow 

5-Others 

5.  Sex                                             1: male 2: female     (  ) 

6.  What is your ethnicity?.............................................................................. 

7.  What is your religious?………………………………………………… 
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8. How did you know the existence of the job position? 

………………………………………………………………………………….. 

9. What were the processes involved in your employment/recruitment? 

1-interview 

2-direct                                  (  ) 

3-appointment 

4-Other (Mention)…………………………………. 

10. What were the major challenges during the process? 

……………………………………………………………………. 

11. Are you already confirmed for your job title?  

1)yes 2) no                             (  ) 

12. How long did it take since employed to the confirmation………………………. 

13. Did you face any challenges in getting confirmed to you job title?  

1)yes 2) no                             (  )  

14. If yes what are the challenges?................................................................. 

…………………………………………………………………………. 

………………………………………………………………………… 

15. Have you attended any training related to your job in the past five years?  

1)yes 2)no                                      (  ) 

16. If yes,  

Type of training Sponsorship 
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Challenges facing disabled employee 

17. Do you have any disability?   1. Yes      2. No               (  ) 

    a) i. If yes what type of disability are you having? please tick(√) 

physical Mental  Hearing  Vision  albinism other 

      

 

    ii. What kind of difficulty do you get in performing your daily duty 

…………………………………………………………………………………………

………………………………………………………………………………………… 

  iii. What challenges do you specifically get at your work place as people with 

disability? 

i. ………………………… 

ii. ………………………… 

iii. ………………………… 

iv. ………………………… 

  iv. are you aware of any rules /regulation  governing your employment ? 1. yes      

2. no 

v. what kind of rules/regulations do you consider not taking care of need of PWD 

i. ………………………. 

ii. ………………………. 

iii. ………………………. 

 

vi.. What pertinent problems that faces you as a disabled employee at work places? 

…………………………………………………………………………. 
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vii What type of incentives do you get from your employer? 

…………………………………………………………………………… 

……………………………………………………………………………. 

……………………………………………………………………………. 

……………………………………………………………………………. 

viii. How do rate attitude/ perception of other employees towards you as PWD? 

1-positive, 2- neutral, 3-negative, 4-very negative                               (  ) 

 

ix. How do you rate attitude/perception of management and other service providers 

towards you as PWD? 

1-positive, 2- neutral, 3-negative, 4-very negative                              (  ) 

 

x. Do you use any assistive devices? 

     1. Yes                                                             (  ) 

      2. No 

xi. If yes, where did you get the device from? 

     ………………………………………………………………………………. 

xii. Who repairs your assistive devices? 

xiii. Were you given information on how to use your assistive devices? 

      1. Yes                                                        (  ) 

       2. No 
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  b) i. If you don‘t have any disability, do you know any employee with disability?   

1. yes       2. No 

 ii. if yes how many ……………….. 

        iii. What kind of disability they have 

        Type of 

disability 

Number 

 Male  Female  

   

   

   

v. please state the type of job which are done with people with disability mentioned 

in iv above 

Type of disability Type of Job  

  

  

  

  

 

vi. What kind of challenges are faced by people with disability whom you know 

i. ………………………………………………………. 

ii. ………………………………………………………. 

iii. ………………………………………………………. 

 

C. Options to improve 

What strategies have been done to solve your problems? 

…………………………………………………………………………………………

………………………………………………………………………………………… 
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18. Do you think that stakeholders are real committed to solve your problems?  1 yes 

2. No if no why 

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

19. What facilities do you need to solve the existing challenges at your work place 

…………………………………………………………………………………………

………………………………………………………………………………………… 

20. What are the options to improve the employment status of the PWD 

…………………………………………………………………………………………

………………………………………………………………………………………… 

21. What are the options to enhance the efficiency of the PWD at work places 

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

 

 

                                    Thank you very much for your cooperation 
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APPENDIX II: QUESTIONNAIRE FOR STAFFS WITH/WITHOUT 

DISABILITIES 

 

1. Characteristics of respondents 

(i) Age ……………(years) 

(ii) Department/unit……………………………………………………….. 

(iii) What is your level of education? 

1-primary education 

2-secondary education 

3-college education  

(iv) Marital status 

1-married 

2-divorced 

3-single 

4-widow 

5-Others 

(v) Sex                                             1: male 2: female 

(vii) What is your ethnicity?.............................................................................. 

(viii) What is your religious?………………………………………………… 

2. How did you know the existence of the job position? 

………………………………………………………………………………….. 

3. What were the processes involved in your employment/recruitment? 

1-interview 

2-direct 

3-appointment 
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4-Other (Mention)…………………………………. 

4. What were the major challenges during the process? 

……………………………………………………………………. 

5. Are you already confirmed for your job title?  

1)yes 2) no 

6. How long did it take since employed to the confirmation………………………. 

7. Did you face any challenges in getting confirmed to you job title?  

1) Yes 2) no 

8. If yes what are the challenges?................................................................. 

…………………………………………………………………………. 

………………………………………………………………………… 

9. Have you attended any training related to your job in the past five years?  

1) yes 2) no 

10. If yes,  

Type of training Sponsorship 

  

  

 

11. Do you know any employees with disability at your Unit/department? 

1. Yes 2. No 

12. If yes, how many are they? 

……………………………… 

13. What kind of disability they have? 

……………………………………………… 

……………………………………………… 
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14. What types of job they are doing at your department/ unit? 

Type of disability Number Type of job 

 Male Female  

    

    

 

15. What challenges do PWD face in your work place? 

………………………………………………………………………. 

………………………………………………………………………. 

……………………………………………………………………… 

16. What challenges do you specifically face in your work place as a Person with 

Disability? 

…………………………………………………………………………… 

…………………………………………………………………………….. 

17. Are you aware of any rules/regulations governing your employment? 

1) yes 2) no 

18. Which rules/regulations do you consider not taking care of the needs of PWD? 

……………………………………………………………………………. 

…………………………………………………………………………………………

………………………………………………………………….. 

19. What pertinent problems that faces disabled people at work places? 

………………………………………………………………………….. 

…………………………………………………………………………. 

…………………………………………………………………………. 
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20. What type of incentives do you get from your employer? 

……………………………………………………….. 

………………………………………………………. 

……………………………………………………….. 

……………………………………………………….. 

21. What type of facilities do you use at work places? 

Type of facilities Availability 

 Available Not available 

   

   

   

 

22. Do you use any assistive devices? 

     1. Yes 

      2. No 

23. If yes, where did you get the device from? 

     ………………………………………………………………………………. 

24. Who repairs your assistive devices? 

25. Were you given information on how to use your assistive devices? 

      1. Yes 

       2. No 

26. How do rate attitude/ perception of other employees towards you or PWD? 

1-positive, 2- neutral, 3-negative, 4-very negative 

27. How do you rate attitude/perception of management and other service providers 

towards you or PWD? 

1-positive, 2- neutral, 3-negative, 4-very negative 
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28. What are the options to improve the employment status of the PWD 

…………………………………………………………………………………………

………………………………………………………………………………………… 

29. What are the options to enhance the efficiency of the PWD at work places 

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

 

 

                                    Thank you very much for your cooperation 
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APPENDIX III.CHECKLIST FOR UNSTRUCTURED INTERVIEW 

 

Unstructured interviews: In an unstructured interview, the interviewer has no specific 

guidelines, restrictions, predetermined questions, or list of options.  

 

The interviewer asks a few broad questions to engage the respondent in an open, 

informal, and spontaneous discussion.  

 

The interviewer also probes with further questions and/or explores inconsistencies to 

gather more in-depth information on the topic.  

 

Unstructured interviews are particularly useful for getting the stories behind 

respondents‘ experiences or when there is little information about a topic. 


