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ABSTRACT 

The study focused on examining the implementation of administrative decentralization 

in Mbozi District Council, Tanzania. The specific objectives of the study were to 

examine the components of Administrative decentralization in Tanzania, to examine 

how Mbozi District Council implement decentralization particularly Human resource 

management component, to examine the influence of administrative decentralization in 

the performance of the Council and to examine challenges for effective implementation 

of District Council‟s roles. 

The cross-sectional study used both secondary and primary data. The sample consisted 

of 75, 1 District Chair Person of the Council, 10 Councilors, 1 District Executive 

Director, 13 Heads of Departments and 50 supporting Staffs. Data collection methods 

used was survey and interviews. Tools used were questionnaire and interview guide. 

The collected data were analyzed using SPSS and the processed were presented in 

frequencies and percentages in Tables and figures mainly pie chart and bar graph for 

interpretation of the findings. 

The research finding indicates that the council has limited power in managing human 

resources especially in making recruitment, selection, promotion, transferring, 

developing and firing their personnel. It can be concluded that limited power and 

authority of the Council in making recruitment, selection, promotion, transfer, 

developing and firing their personnel affect negatively the implementation of 

administrative decentralization in Tanzania.  

Nevertheless, the study recommended that, the central government should give local 

government authorities more power and authority financially and politically as 

stipulated in the policy paper on local government reform of 1998.  
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND 

1.1Overview 

Decentralization is essential on grounds of efficiency and effectiveness because local 

authorities are better placed to determine local needs and priorities, to mobilize local 

resources on a sustainable basis. Decentralization also promises to engage beneficiaries 

themselves and have opportunities to influence the development programmes in their 

locality by holding local officials accountable for their action. The focus of this study 

was to examine the challenges of implementing administrative decentralization in 

Tanzania because this arises from the growing realization in Tanzania that Local 

government authorities are confronted with number of challenges that hinder 

realization of expected results from them. This chapter gives a glimpse on what the 

study will be. It comprises of the background, statement of the problem, objectives of 

the study, research questions, and significance of the study. 

1.2 Background of the Study 

Many countries around the world have embarked on decentralization programmes. The 

reason for that decentralization include political, economic, and governance 

considerations. In many developing countries the reasons centre on the need to 

establish the working local governments authorities which can deliver quality service 

to people in a participatory, effective and transparent way, where local authorities are 

directly accountable to the people ( Show and Thomson, 2004). By the beginning of 

1990s the second wave of decentralization happened in a number of developing 

countries. This second generation reforms placed a greater emphasis on devolution, 
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transfer of political, administrative and fiscal responsibilities from central government 

to local governments as the means to improve governance and delivery of public 

service in an efficient, accountable and equitable manner. Devolution of real effective 

political, administrative and financial resources was seen as a way of empowering 

citizens through empowering their local governments. 

 

In Europe, regardless of differences of history, institutions and local government 

structures, all countries share a set of core values. What distinguishes Europe from 

other regions of the world is the value attached to the role of local institutions (Bank 

and fiorilli- connett, 2007). There is no single European country whose territory is not 

completely organized into municipalities, even if the conception, the size and the 

functions of the municipality may differ greatly. The European countries, today, are 

embarked on a new phase of territorial reform, distinct from that of the 1960s and 70s. 

Not all states are similarly affected by this process –some in fact have remained 

outside of it. In essence, these reforms are concerned with strengthening municipal and 

intermunicipal frameworks, the trend towards regionalization, and problems related to 

the organization of urban areas. On the other hand, levels of local funding are not 

consistent with the increase of local government functions in most countries. 

 

Moreover, the relatively simple two-tier local administration system (and even in 

certain countries only one tier of decentralization, the municipality) has evolved into a 

more complex system with a greater tendency towards regionalization. While it does 

not always translate into the creation of an additional level, it carries consequences for 

pre-existing local government functions. Territorial reforms aim to rationalize the 

organization of the municipal level, which adapts to the functions local governments 

must assume. 
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 The reforms of the 1950s and 70s promoted the merging of municipalities (Germany, 

Belgium, United Kingdom, Nordic countries, Northern and Eastern Europe). The end 

of the 1990s saw a new wave of territorial reform resulting both in the merging of 

municipalities (Greece, Lithuania, Eastern Germany, Denmark) and in the integration 

of municipalities through cooperation mechanisms, by delegating some essential 

functions to the intermunicipal level (France, Hungary, Italy, still at project stage in 

Spain) (Marcou, 2007). However, these reforms pay greater attention to the political, 

rather than the technical dimension of this reorganization. 

 

The general clause of competency, based on a principle of freedom for local 

governments, has found widespread application amongst municipalities. By and large, 

the group of core functions common to municipalities in all countries of the region, 

include: urban planning, the provision of social benefits and the management of social 

institutions for certain sectors of the population (in particular for the elderly), roads and 

public transport (depending on the size of the municipality), water supply (with the 

notable exception of England), housing (with the notable exceptions of the 

Netherlands, Italy and Switzerland), the construction and maintenance of school 

buildings, education support activities, and economic development (even in countries 

where this function is not listed in the law) (Bank and fiorilli- connett, 2007) . Local 

powers and responsibilities vary across countries in the areas of health, education 

(recruitment and management of staff), social security and police. However, the series 

of local government functions creates interdependencies amongst the different levels of 

administration. This is reflected in sectoral legislation that regulates these functions, in 

the extent of contractual arrangements between the various levels of government and in 

local finances. 
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Latin America is made up of a large group of countries located in a vast territory 

stretching from the Rio Bravo in Mexico to Tierra del Fuego in Argentina. More than 

540 million people live in Latin America. With 77.8% of its inhabitants residing in 

cities, it is the most urbanized of the developing regions. Even so, levels of 

urbanization vary between a high of 93% in Venezuela to a low of 42% in Haiti. Over 

half of the continent‟s population lives in cities of more than one million inhabitants 

(Rosales, 2007). The largest countries –Brazil, Mexico, Argentina and Venezuela– are 

federal republics, with at least two tiers of sub-national government. The other 

countries are unitary states. There are more than 100 states or provinces in countries 

with federal governments; 250 regions or departments in unitary states; and more than 

16,000 local governments (municipalities, districts, cantons and so on) across the entire 

region. Tension between centralization and decentralization already existed in the 

region before the founding of its nation states, eventually leading to political and 

ideological confrontation in the 19th century between unitary and federal tendencies –

sometimes flaring into open war (Rosales, 2007).  

 

Throughout the 20th century the emerging nations opted for a strong executive power 

and centralized political and economic control, to the detriment of intermediate. 

During the 1980s and 90s, the transition towards democracy brought on sweeping state 

reform and the onset of decentralization. We can differentiate two cycles of 

decentralization. The first was undertaken in the eighties during the dual crises of debt 

and high inflation; aimed at reducing the size of the central government, eliminating 

the fiscal deficit and boosting markets. The management and delivery of basic services 

was transferred to subnational government levels, and public enterprizes were 

privatized. The second cycle began in the mid-nineties, in the midst of major financial 

and social crises that particularly affected Argentina, Bolivia, Brazil, Ecuador, Mexico, 
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Peru and Venezuela; corrective strategies included social policies and a broader focus 

on democratic development and citizen participation(Bank and fiorilli- connett, 2007).  

However, these main cycles have had distinct and varied effects across regions and 

types of state structure. Apart from Brazil where municipalities are recognized as 

“federated entities”, intermediate levels of government (federated states or provinces) 

were strengthened in the federal countries of Latin America. In the Andean countries 

and Chile, major reform efforts focused on strengthening the municipal tier and 

allowed for the relatively rapid development of an intermediate level of government 

(department and/or region); marked, however, by successive periods of progress and 

failure. In other countries of the Southern Cone (Paraguay and Uruguay), the pace of 

reform has been slower (Rosale, 2007). Meanwhile, in Central America, the focus of 

recently enacted decentralization policy has been on expanding local finance 

capacities. 

 

Local Governments in Latin America suffer serious shortages of career civil servants. 

The predominant spoils-system causes a high turnover of personnel, especially in the 

middle and top echelons of sub-national government, following political changeovers. 

In general, sub-national government civil servants and employees in most countries are 

covered by national labour or public employment laws; although in practice legislation 

is often ignored. Most countries lack precise statistics on intermediate government and 

municipal personnel (Bank and fiorilli- connett, 2007). The reform and transformation 

of local government arising from processes of decentralization have led to the creation 

and strengthening of national and regional associations of local governments. With the 

exception of Brazil, Ecuador and some Central American countries, most regional and 

national associations of municipalities were set up between 1980 and 2000. Usually the 
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national associations of municipalities are members of the Latin-American Federation 

of Cities, Municipalities and Associations (FLAC-MA). 

 

In Asia we examine the experiences and the state of decentralization and local 

democracy in twelve countries in the Asia-Pacific region: Australia, China, India, 

Indonesia, Japan, Malaysia, New Zealand, Pakistan, Philippines, South Korea, 

Thailand and Vietnam. Together, these countries are home to nearly half of the world‟s 

population and demonstrate a great diversity in cultures, history, political systems and 

standards of living (Celestino, 2007). Living standards range from the high income 

OECD countries of Australia, Japan, Korea and New Zealand to a number of the least-

developed countries of the world, including Bangladesh and Nepal. The region 

embraces the most highly developed features of global urbanization and already 

contains 23 of the 40 largest metropolitan areas in the world.  

 

A mix of government systems is at work in the region, including federal states and 

constitutional monarchies with parliamentary governments, unitary presidential 

systems, and single party states. Since the mid-1980s, the countries of the region have 

sought to improve their governmental systems through decentralization programmes 

(Bank and fiorilli- connett, 2007). An important aspect of these decentralization efforts 

involved reforms in the system of local government and democratization of local 

governance. 

 

One significant stride that has been achieved in decentralizing governments in Asia 

and the Pacific is the creation of a decentralization policy and institutional framework. 

This is true for both the established democracies and countries that recently are trying 

to democratize governance.  
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The policy environment is established constitutionally and/or through separate national 

and state legislations or laws. This legal framework secures the status and the function 

of local self-government within the broader governance system of the country and will 

serve as a basis for decentralization policies. Given the diversity of backgrounds in the 

region, the patterns of decentralization and local democracy widely differ across 

countries. Indonesia, Philippines, and India to a lesser extent, provide the most 

dramatic examples of reform for enhanced local self-government. Countries such as 

China and Vietnam have adopted decentralization strategies within the overall context 

of strategic economic modernization. In some other countries, like Pakistan, there has 

been a noticeable cyclical movement to and fro between periods of centralization and 

decentralization. In Thailand, only since the 1990s, and despite strong opposition from 

the Ministry of the Interior, have governments supported decentralization. 

 

By contrast, in Bangladesh and Malaysia resistance from the centre has impeded any 

substantial decentralization that would strengthen the political role of local 

government. Finally, the OECD countries in the region, Australia, Japan, the Republic 

of Korea and New Zealand, also emphasize decentralization as part of their ongoing 

administrative reform processes, which are relatively modest. There is considerable 

variation in the Asia-Pacific region in both the number of tiers of local government and 

in the average population size covered by local government. Some countries have a 

two tier local government (Indonesia, Japan, Thailand, New Zealand), others three tiers 

(Philippines, South Korea, Vietnam); China has four sub-national government layers; 

and in federal countries, Pakistan and some Indian states have three tiers, whereas 

others have only a single-tier local level under federal level (Australia, Malaysia).  
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Furthermore, functions of these levels vary. Indeed, major local government functions 

are usually exercised at the upper local level in countries with a two-tier structure of 

local government. Investing local governments with greater powers to carry out local 

projects and services has been one key aspect of decentralization in the region (Bank 

and fiorilli- connett, 2007). But how central-local relations are actually played out on 

the ground affects the extent to which such powers can be exercised by local 

governments.  

 

Activities of local governments in Vietnam and China, for instance, remain 

subordinated to central supervision and direction. In Japan, local finance has remained 

under de facto supervision and control of the ministry in charge of internal affairs; it 

remains to be seen how far the fiscal decentralization reform carried out since 2004 

will transform these relationships. Philippine local governments have also substantial 

powers and resources but their fiscal functions are also subject to central guidelines. 

Local civil servants in Pakistan remain under provincial control, and in India 

administrative and fiscal decentralization lags behind local political reforms. 

 

Generally speaking, all countries have decentralized some basic services to local level, 

including planning, education, provision of social and health services, water supply, 

public transport and business development support. Local governments in China, 

Japan, India, Indonesia, Korea, Pakistan, Vietnam and Philippines are involved in the 

delivery of basic education, ranging from pre-school to secondary school. The only 

exceptions are Australia, New Zealand and Malaysia, where basic education remains a 

state or central government responsibility. Some aspects of health and welfare services 

are delivered by local government in most countries in the region except for Australia 

and New Zealand, where these functions remain with the state and central government 
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respectively. Water supply is primarily a local government responsibility in several 

countries of the region (e.g. Australia, Japan, Indonesia, Pakistan and Vietnam). In 

most countries of the region local government is also responsible for environmental 

protection although its powers of enforcement tend to be severely limited. In China, 

the different tiers of local government play a major role in service provision and local 

economic development (Celestino, 2007). Local governments manage some 80% of 

state-owned enterprizes. As a result, they account for 22% of GDP. 

 

The share of local level personnel in total public sector employment ranges from highs 

of 92% and 77% in China and Indonesia, respectively, to lows of only 7% and 10% in 

Malaysia and New Zealand. Specific laws govern local public service in most 

countries of the region. But the degree of influence by higher tiers of government in 

the selection of local government staff remains considerable in the region. The 

challenges of limited capacity and resources that all local governments face are 

amplified in urban areas. Many developing countries of the Asia-Pacific region have 

serious problems with corruption. 

 

Multi-party democracy is thriving at the local level throughout much of the Asia- 

Pacific region, where partisan local elections are the norm. The only significant 

exceptions are New Zealand and Australia where non-partisan or independent 

affiliation remains dominant, except in large cities. Turnout ranges from a high of 

around 90% in Vietnam, 80% in Philippines and China to 56% (2003), 52% (2004) and 

47% (2005) in Japan, New Zealand and Pakistan respectively, and a low of 35% in 

Thailand‟s Bangkok Metropolitan Administration (Bank and fiorilli- connett, 2007). 

The mayor-council system is prevalent across the region although local electoral 

practices vary considerably, including whether mayors are directly or indirectly 
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elected. In most countries, citizens directly elect their local government legislatures 

(councils) as well as their executives (mayors). The major exception is Malaysia, 

where the state government appoints local councils and executives. In China and 

Vietnam, local communities elect their respective congresses or councils, although the 

candidates are subjected to a prior screening process. These local councils in turn 

nominate representatives to higher level bodies at the town, county, city and provincial 

levels. The term of office of the local executive varies within the region –from a 

minimum of three years (e.g. New Zealand and Philippines) to a maximum of five 

years (e.g. Australia, China, India, Indonesia and Vietnam). Several countries place 

restrictions on the number of executive office terms: two in Indonesia and Thailand 

and three in Philippines. Direct participation in local governance is promoted through 

membership of citizens and non-governmental bodyizations in local bodies and village 

committees that are vested with project development functions. 

 

 However, even with the explicit provision of laws that support community 

participation, these processes can become highly politicized to the detriment of the 

voiceless and powerless who are supposed to benefit from expanded local democracy. 

Explicit attention has been given by decentralization laws in the region to women and 

other disadvantaged groups, particularly by involving them in local decision-making 

processes. India has reserved seats for women, scheduled castes and tribes in elected 

local councils. Pakistan provides for the representation of non-Muslims, peasants and 

workers in local councils. The Philippine decentralization law provides for the 

representation of women, the urban poor and other disadvantaged groups in local 

councils. The outcomes of these policies need to be evaluated in detail. 
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In Africa, it encompasses some 31 million square kilometres and supports a population 

of more than 933 million, which is close to a sixth of the world‟s population 

(Bensetaief, 2007). The region is subject to rapid urban development: between 40% 

and 70% of the population lives in cities. There are over 34 metropolises with more 

than a million people; most of which face rapid growth of impoverished suburbs and 

deficiencies in infrastructure, public transportation and basic urban services. The 

human capital of Africa is inadequately trained (literacy rates on average range from 

40% to 60%). Since the 1990s, there has been sustained progress of democratization 

across the whole region. Practically all stable countries have carried out substantial 

public sector and state reforms, including the implementation of decentralization 

reform policies. All the same, there are still some areas of tension and countries where 

the political and institutional systems are still very fragile in Central Africa (Congo, 

Central African Republic, and Chad), West Africa (Ivory Cost, Liberia, Guinea Bissau, 

Sierra Leone, Togo) and East Africa (Ethiopia Eritrea, Somalia and Sudan). 

 

With regard to the administrative structure of decentralization, the first embryo of local 

administration in Africa took form during the period of colonization. This system was 

then reorganized by the new states; yet as a whole, local administration is still 

perceived as an extension of central administration. The wave of democratization of 

the 1990s represented a break with this tendency. Decentralization, underpinned by 

local democracy and development, has become an instrument for the modernization of 

the state. The implementation of new decentralization policies is a reflection of the 

internal forces at play and the support provided by international organizations. 

 

In East and Southern Africa, the history of decentralization is closely linked to the end 

of social and political crisis. The case of South Africa is a clear example, where the fall 
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of Apartheid brought about a new approach towards governance. In other countries 

like Mali or Niger, decentralization was undertaken in response to regional claims for 

greater autonomy. On the other hand, given the degree of local government 

dependency on the central government, the process of decentralization in North Africa 

has been (Bank and fiorilli- connett, 2007). Similarly, legislative reform in West and 

Central Africa has also been slow to take hold. Currently, fewer than 40 % of African 

State Constitutions refer to local governments as a specific level of governance. 

Overall decentralization led to the emergence of new local governments: more than 

10,000 across Africa. Although there are often different territorial levels, the basic 

local government unit is the “district” or “local government authority” in Anglophone 

countries and the “commune” in francophone countries. The metropolises are usually 

managed under a special regime. There are two main tendencies: first, increased 

responsibilities of local governments for local services and urban management in some 

countries. This tendency can be both negative and counterproductive if the devolved 

responsibilities are not accompanied by the necessary financial resources. Second, the 

expanded private sector management of local public services, though various legal 

formulas such as delegation, licensing, and partnerships, have shown poor results. The 

effectiveness of transfers is further hindered by resistance and opposition from 

ministry officials. Consequently, in North Africa, local spheres of competence and 

responsibility endure interference from the central government and national public 

enterprizes in the provision of urban services such as education, heath, transport, 

electricity, water and sanitation. This tendency is also perceived to be the case in West 

and Central Africa even though these basic services are generally considered of local 

interest. In countries of East and Southern Africa and a few other Anglophone 

countries of West Africa, the government ministries have become gradually less 
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involved in the implementation phases of their programmes. The transfer of 

responsibilities and resources include staff, budget resources, and patrimony and 

decision-making powers (Bank and fiorilli- connett, 2007). This is the case in Uganda, 

South Africa and Ghana. 

 

Insufficient administrative capacities represent another important obstacle to 

decentralization. Local government personnel are mostly implementing agents; senior 

executive staff members or directors are limited in number. The local personnel/- 

population ratio is particularly low in Africa. Two complementary solutions are used in 

trying to cope with the situation: 1) the transfer of central government directors to local 

level; in which case the state provides three chief collaborators (responsible for 

administrative, technical and financial services respectively) to work with the mayor 

and 2) capacity building and training of local personnel; some countries are in the 

process of establishing a local public service system. Whichever the case, upgrading 

local finance capacities is the only way to draw qualified senior personnel. 

 

To date, local elections have been held in most African countries, leading to the 

emergence of new local political leadership. The deliberative bodies are generally 

elected by direct suffrage. In some countries, the head of the local executive or mayor 

is elected by universal and direct vote together with the members of the deliberative 

body; in other cases, the mayor is elected indirectly from among the members of the 

deliberative body. However, there are some countries where the members of the local 

executive are still appointed by central government, particularly in the case of the large 

metropolises. In French speaking countries, the terms of office of municipal and 

national authorities are generally the same (usually 4 to 5 years) and they are allowed 

to stand for re-election. In addition, the mayor or equivalent is invested with significant 
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decision-making power to manage the municipality. On the other hand, in countries of 

British administrative tradition, the term in office of the local executive authorities is 

usually shorter (1 to 3 years maximum) and in some cases they cannot be re-elected. 

Moreover, the office of mayor does not generally entail executive duties, as he is 

expected to devote his time to formal and ceremonial functions. In this case, executive 

powers are conferred on the Town Clerk or Chief Executive Officer CEO, commonly 

appointed by the Ministry in charge of Local Administration. Representative 

democracy in Africa poses some problems that have yet to be solved, such as: the role 

of political parties; women‟s political participation in electoral processes and in local 

elective office; the routine of many consecutive terms of office; and local participation 

of legitimate though non-elected entities (civil society, conspicuous traditional groups 

and so on). In other words, local democracy is not fully realized through the electoral 

process alone. There is increasing popular demand for greater inclusion in local 

decision-making, yet few countries have the appropriate institutions and mechanisms 

in place to ensure more effective participative democracy. 

 

The British colonial government established „‟Native Authority‟‟ in 1925, chieftains 

were abolished after independence in 1962 and Local government Authorities were 

abolished in 1972 (Max, 1991). Instead the new government built capacity at regional 

level, deploying staff and resources to regional level, deploying staff and resources to 

regional administration chaired by presidential appointed commission tasked with over 

seen decentralized public service delivery. 

  The local governments were reintroduced in Tanzania 1982 did not initially play 

substantial role in local services delivery which still remained primarily in the hands of 

regional administration. The constitution of the United Republic of Tanzania (1977) as 
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amended from time to time provides the legitimacy of the existence of LGs under 

article 145 and article 146. The issue of making public authority to be accountable to 

the people is spelt out in article 8 (1) whereby the sovereignty in the people. These 

principles are the foundation on which the local government reforms agenda are made. 

Another important provisions in the constitution which can be used to foster 

transparency and hence accountability in the realization of the policy of D by D is 

article 18 which contains the provision of giving right to information and freedom of 

expression.   

  

By the 1990s, however, Tanzania had embarked on wide ranging reforms intended to 

bring about political and economic liberalization and this includes constitutional 

amendments which introduced multi-party democracy in 1994 (Mukandala, 1998). 

Due to reforms of local governments there are some or certain improvements in the 

following areas. In political decentralization; the system of special seats for one third 

of local posts to women or other marginalized groups ensures a degree of equity and 

presentation. The councils had been given power to draft by laws that govern many 

important aspects of community life. The conduct of statutory meeting and agenda 

preparation had been improved. Decisions, plans, and budgets are posted in public 

places and discussed in statutory meetings. During the second phase decentralization 

period, the government of Tanzania adopted decentralization by devolution (D-by-D) 

as the policy option in 1998 which could deliver within the social, economic and 

institutional context in Tanzania. 

 

 In 1998 the policy of D-by-D was articulated in a policy paper on local government 

reform. This policy paper was in line with the constitution of United Republic of 
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Tanzania (Ibid). The purpose of having local government authority is refracted in the 

Article 146 (1) of the constitution „to transfer authority to the people‟. As per the above 

paper policy, the councils (City, Municipal, Town, and District) will be entrusted with 

full mandates responsible for planning, recruiting, rewarding, promoting, disciplining, 

developing, and firing of their personnel. The councils will be the appointing 

authorities and employers for all local government personnel (including teachers, 

health staffs and agricultural staffs) on a contract basis.  The councils will, though their 

appointing committees, appoint and employ the Council Director (DC), the 

departmental Heads, and will adopt staffing plans and budgets. 

 

The policy also states that „Recruitment and firing of lower grade departmental staffs 

will be the responsibility of the councils‟. The government policy of decentralization 

by devolution intends to achieve, among other things to give powers to the councils 

especially to hire and fire their personnel. In actual practice the powers of the councils 

towards having fully autonomy to hire and fire their personnel is questionable meaning 

that the councils they don‟t have fully autonomy to recruit and fire their personnel as 

stipulated in the policy paper of decentralization by devolution of 1998. This affect the 

councils much especially when comes to the issues of accountability of the staffs. 

 

1.3Statement of the Problem 

Decentralization by devolution envisage at giving full autonomy to the local 

government authorities. The policy paper of decentralization by devolution articulated 

in the policy paper on local government reform, which was in line with the constitution 

of the United Republic of Tanzania, states that, „the councils will be full responsible 

for planning, recruiting, rewarding, promoting, disciplining, developing and firing their 

personnel‟. The policy continue by saying that, the councils will be the appointing 
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authorities and employers for all local governments personnel ( including teachers, 

health staffs and agricultural staffs) generally on a contract basis. Also the purpose of 

having local government authority is reflected in the Article 146 (1) of the constitution 

„to transfer authority to the people‟. 

 

Implementation of administrative decentralization suggests having achievements that 

are less desired in local government authorities. Today in practice, the power of the 

local government authorities towards having fully autonomy to hire and fire their 

personnel is questionable meaning that the councils they don‟t have full autonomy to 

recruit and fire their personnel as stipulated in the policy paper of decentralization by 

devolution of 1998. Example, recruitment of Teachers, Health staffs and Agricultural 

staffs does not done by the local government authorities; it is done by central 

government through their respective ministries. Also according Public service Act No. 

8 of 2002 local government authorities does not have full power to recruit and fire their 

personnel, thus recruitments of all staffs including operational staffs is done by public 

service recruitment secretariat.  Apart from that local government authorities don‟t 

have fully autonomy on firing some of their staffs as said in the policy paper. i.e they 

can not discipline or fire Directors and Heads of Departments, also for the sub ordinate 

staffs and supporting staffs councils cannot fire direct because the public service Act 

No. 8 of 2002 demands them to follow a long procedures including having committees 

for investigation which takes a lot of time. This affect the councils much especially 

when comes to the issues of accountability of the staffs. Most of the staffs which are 

not recruited by the councils, they cannot be accountable to the action which they did 

to the particular council. 
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Given the potentials of decentralization by devolution and looking at situation in 

practice, the proposed study is concerned on examining the effectiveness of local 

government authorities in taking its administrative responsibilities. Therefore this 

study intended to make examination of the effectiveness of local government 

authorities in implementing administrative decentralization with specific focus on 

Mbozi District Council.  

 1.4 Objectives of the Study 

The objectives of this study include both general objective and specific objective as 

follows; 

  1.4.1 General Objective 

The general objective of this study was to examine the challenges facing Local 

government Authorities in implementing administrative decentralization in Tanzania 

focusing on human resource component with a case study of Mbozi District Council                           

1.4.2 Specific Objectives 

The study attempted to address the following specific objectives: 

i) To examine the components of Administrative decentralization in Tanzania. 

ii) To examine how Mbozi District Council implement decentralization 

particularly Human resource management component, 

iii) To examine the influence of administrative decentralization in the performance 

of the Council. 

iv) To examine challenges for effective implementation of District Council‟s roles. 
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1.5 Research Questions 

In addressing the above set of objectives, the study was guided by the following 

research questions; 

i) What constitutes Administrative decentralization in Tanzania? ( the 

components are administrative power, political power and fiscal power) 

ii) How does human resources management component of administrative 

decentralization takes place at the District Council? ( the components are the 

status, autonomy in terms of recruitment, discipline, promoting, and 

transferring)  

iii) What are the influences of administrative decentralization in the Local 

government performance? ( the components are positive influence, negative 

influence and the dominant influence) 

iv) What are the challenges of administrative decentralization in local authorities 

and how can they addressed? ( the components are institutional challenges, 

policy challenges and personnel challenges) 

 1.6 Significance of the Study 

The study generated knowledge for the central government to give local government 

fully autonomy or increase powers on recruiting and firing their personnel for better 

delivery of service to the society. This study also helps us understand why 

decentralized governance seem to succeed in some spheres but perform dismally in 

others. It will unveil the challenges of implementing Administrative decentralization 

local government authorities.  
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The study is useful to inform policy makers, decision makers and other stakeholders on 

important issues for consideration in the implementation of administrative 

decentralization. Also the study cultivates interests for individuals and organizations to 

study more about the challenges of administrative decentralization in Tanzania. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



21 

 

CHAPTER TWO 

LITERATURE REVIEW 

2.1 Overview 

This chapter presents literature review based on various studies conducted within and 

outside Tanzania about decentralization of human resource management. The main 

aspects discussed in this chapter includes the definitions of key concepts, review of 

related theoretical literature, review of related empirical studies, review of related 

studies of Tanzania local government, identification of research gaps and conceptual 

framework.  

2.2. The Concept of Decentralization 

Decentralization means the transfer of legal, administrative and political authority to 

make decisions and manage public functions from the central government to field 

organisation of those agencies, subordinate units of government, semi-autonomous 

public corporations, area-wide development authorities, functional authorities, 

autonomous local government or nongovernmental organisation (Mtahaba, 1989) 

Thus decentralization is the policy of delegating decision making authority throughout 

an organization, relatively away from a central authority. It is the process of dispersing 

decision making closer to the point of service action. Some feature of decentralized 

government/organization are fewer tiers of organization structure, wider span of 

control and a bottom-up flow of decision effecting ideas (Musingi, 2006). 

In Tanzania decentralization refers to the transfer of legal, administrative and political 

authority from central government to local government authorities to make decision 

and manage public functions. These local government authorities in Tanzania include 
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City Councils, Municipal Councils, Town Councils, District Councils, Township 

authorities, Ward development councils and Village Councils. This definition is 

supported by  Mukandala R.S (2000) when he argued that decentralization in Tanzania 

involve transfer legal, administrative and political authority to local government 

Authorities make decision and manage public function from central government to 

local government. It also includes transferring of substantial power to the field 

agencies such as TANESCO, TANROAD, RITA, and TRA. Substantial power 

includes powers on personnel and spending finance. 

According to Galloway (2006:39) decentralization takes three types, each of which 

reflects a different degree of latitude therein assigned to lower level in decision making 

and implementation. It is necessary to distinguish between political decentralization, 

administrative decentralization, and fiscal decentralization to understand the character 

and rationale of Tanzania‟s decentralization policy process. 

Administrative decentralization allows local government/council to appoint and 

approve statutory bodies that make ordinance and by laws; hire, manage and discipline 

personnel, manage their own payroll and implement approved development plans. This 

was intended to make personnel accountable to local councils rather than being 

accountable to the central government. Local governments will thus have and recruit 

their own personnel, organize in a way decided by the respective councils in order to 

improve service delivery. Administrative decentralization makes local government 

staffs accountable to local authorities. It is a decentralization of personnel, integrating 

away from ministry subordination and restructuring local government organization ( 

Kabagire, 2008)  
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Political decentralization allows the citizens to elect their own regional government 

and local government and participate in their governance by determining their own 

development priorities and making and approving their own development plans. 

 

Fiscal decentralization enables regions and local government to develop, approve, and 

execute their own financial plans, raise and utilize resources according to the legal 

provisions and utilize conditional, unconditional, equalization or any other grants from 

the centre in line with central government focuses on matters pertaining to policies, 

financing, planning, coordination and oversight. 

 

There are several different forms of decentralization which can exist within a country. 

These forms include the following; 

Deconcentration; occurs when the central government disperses responsibilities for 

certain service to its local branch offices within the central government. This is a 

mildest form of decentralization since it does not involve any transfer of real authority 

local government. 

 

Delegation refers only to those cases in one government institution relies on another to 

perform some or all of the authorities and responsibilities assigned to them by law and 

there is no permanent transfer of authority. Devolution is more extensive form of 

decentralization where by central government transfers authority for decision making, 

finance and management to local governments which have a clear and legally 

recognized jurisdiction (Anderson, Brahim, et al 2003) 

 

Privatization and Deregulation as forms of decentralization involve divesting in 

governments responsibilities or functions either by transferring those responsibilities 

and functions to voluntary organizations, or by allowing those responsibilities and 
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functions to be performed by private business (Rondinell and Cheema, 2005). In some 

cases, transfer responsibilities to parallel organizations such as National Industrial and 

Trade Associations, Professional Groups, Religious Organizations, Political Parties or 

Pressure groups. These parallel organizations are given responsibilities to license, 

regulate or supervise their members in performing functions that were previously 

performed or regulated by the government. When we talk of deregulation we mean that 

something is regulated by the government. When you deregulate, you are taking it out 

of the government control (Rondinell and Cheema, 2005). So we have combined 

privatization and deregulation because they are almost similar. They involve divesting 

government responsibilities and functions to autonomous organizations.     

2.3 Operational Terms 

  2.3.1 Recruitment 

Recruitment can be viewed as being both a course and an effect of the mobility of 

human resources in an economy (Chandra, 2003). In this sense recruitment refers to 

the act of identifying and evaluation sources of human resources and making contact 

with the possible applicants. In other words recruitment is the process of finding and 

attracting potential employees. It is thus the process by which man power is discovered 

and through various means is encouraged to apply for employment. 

 

According to Tanzania journal, management for efficiency January, 1988, an effective 

recruitment normally involve three major phases; firstly, recruitment must locate the 

appropriate sources for the diverse but the right types of man power needed by the 

organization. Secondly, it must find and apply practices and techniques that will make 

human resources available. Lastly, an effective recruitment programmes must 

continually evaluate these sources and recruitment devices to determine which of them 
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produces the most satisfactory employees of each type in terms of performance and 

relevance of the skills and training they bring into the organization. 

2.3.2 Autonomy 

Entails ability of the councils to act independently without central government 

interference(Stephens, 1974). Local autonomy is a term which is often used 

synonymously with concepts such as local fiscal discretion, decentralization, and home 

rule, each of which, we argue below, capture different and only partially overlapping 

dimensions of the broader concept of local autonomy as we use the term.  

 

By local government discretion we mean the ability of local government to engage in 

activities as it sees fit, free from constraints imposed by the state government 

(Stephens, „1974). There are three distinct subdimensions: 1) Structural and functional 

Responsibility and Legal Scope (state legal impositions on local government structure 

and functions); 2) Fiscal discretion limits (state imposed constraints on the ability of 

local government to raise revenues, to spend, and/or to incur debt); and 3) 

Unconstrained revenue (the amount of local revenue that local government can spend 

as it wishes rather than for a purpose set by other levels of government). 

2.4 The Theoretical Literature Review 

There are many theories that attempt to explain issues of local government including 

the Orthodox, Marxist, statism, public choice and decentralization. However this study 

adopted decentralization theory and decentralization by devolution in particular, the 

philosophy of the on-going local government reforms. Justification for choice of 

decentralization theory are; first, the formulation of local government in Tanzania and 

transfer of powers, resources and responsibilities from central government organs to 

local government are through the decentralization process. Second, Tanzania local 
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government system has gone through different forms of decentralization overtime 

including deconcentration in 1972 and 1982, and devolution which started in 1996.  

 

Third, the ongoing local government reform is undertaken in the form of devolution 

which is one among the forms of decentralization. Mutahaba (1989:69) define 

decentralization as the transfer of legal, administrative and political authority to make 

decision and manage public functions from the central government to field 

organisation of those agencies, subordinate units of government, semi-autonomous 

public corporations, area-wide development authorities, functional authorities, 

autonomous local government or nongovernmental organisation. While Rondnelli and 

Cheema (1993:18) defined decentralization as the transfer of planning decision making 

or administrative units from central government to semi-autonomous and parastatal 

organizations, local government or non-government organization.  

 

Therefore decentralization is the deliberate change in the organization of the 

government involving the transfer of powers, resources, and or functions from the 

centre to the units of the government. From the above definitions, it is clearly shown 

that decentralization is the best theory in my study. Maina (2005:27) substantiate this 

argument by arguing that decentralization is principally about relocating decision 

making process to levels nearer to the beneficiaries of services. Yet these lower levels 

must have the capacity to analyze and respond to feedback from residents and 

constituencies in their proximity. The empowerment of local communities will only lay 

bare the importance of local institutions should these be unable to respond to citizens 

action and have to rely on bureaucrats at the centre who are not subjected to the same 

level of political control. 
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2.5 Argument for Decentralization 

Various scholars have advanced arguments in defense of decentralization. Mukandala 

(1998:6-7) has advanced the following arguments in support of decentralization. First, 

decentralization structure can facilitate genuine democratic participation, empower 

grassroots, and channel their inputs constructively into the nation efforts. Second, 

decentralization can ensure that people express their real needs and hopefully take a 

bigger interest in seeing to their realization. Third decentralization can be a panacea to 

over load or over centralized hierarchy, monopolistic organization. Fourth, it can 

promote geographic equity, increase popular participation to ensure responsibility and 

accountability, facilitate easier access to decision points, increase representation, 

reduce conflict, promote democracy, efficiency and effectiveness and improve delivery 

of services. 

 

Decentralization is the fundamental ideological principle which is regarded as a 

prerequisite for establishing a system of government where by masses exercise and 

control over their own government (Henjewele, 2004). Other arguments in support of 

decentralization in service delivery are; first, local government should be better 

informed than the central government about local communities via elected councilors 

and other mechanisms. Thus, they can be more sensitive to local priorities and needs 

and given the requisite operational flexibility, and can adapt service provision 

accordingly. Second, local government is closer to users and should be able to use 

terms that ordinary people understand to explain how they benefit from services and 

new programs. Third, given sufficient autonomy, local tax rates, fees and user charges 

can be fixed locally, allowing local government to optimize local sources of revenues. 

Fourth, there are better prospects for public accountability in the case of poor or non-

delivery of services as communities can put pressure on officials via their councilors. 
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 2.6 Empirical Literature Review 

Decentralization in its present form was introduced in Africa as early as the 1960s but 

by the 1970s the local institutions were plagued by interferences from the top, 

infighting, and lack of resources and skills leading to widespread failure (Crook and 

Manor, 1998). In the 1980s, interest in decentralization returned to Africa (Crook and 

Manor, 1998; Bardhan and Mookherjee, 2006). In spite of the noble desire of many 

African governments to decentralize, their reform efforts achieved very limited 

success. The challenges they experienced persisted for decades even after 

decentralization accelerated after 1990 (Bardhan and Mookherjee, 2006:1).  

 

Experience varies widely, with same having reversed decentralization during military 

coups d‟etate only to reintroduce local governance later, other tending towards 

centralization. Olowu and wunsch (2004:39) classified African countries into three 

decentralization systems; labeling them as old, new and mixed. Example, 

Old/decentralization: Ghana, Kenya, Cameroon, Malawi and Zambia, New/devolution: 

Mauritus, Botswana, Uganda, Nigeria, Mali, and Tanzania, Mixed/partial devolution: 

(urban areas only) Namibia, Mozambique, and Burkinafaso. 

 

Ethiopia presents an interesting example of the imposition of conditions on sub 

national borrowing. The states in Ethiopia may only borrow for projects for which a 

feasibility study that indicates each projects ability to repay this debt exists. Local 

governments in Zambia receive a transfer that is equal to the difference between the 

local revenues that are anticipated to be collected and the expected cost of providing 

specified levels of local services. The national government in Zambia specifies a 

certain level of services to prevent local governments from diverting the transferred 

funds to other projects.  
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Similar situation exist in South Africa, in which all revenue is collected nationally, and 

is then divided according to a formula that includes amongst others a minimum 

national standards grants for basic services (Doller 1998:139). This implies that in both 

countries the total financial resources available to sub national governments should be 

sufficient for the delivery of mandated basic services. In Mozambique, primary health 

care at the community level has been regarded as the basic framework for health care 

delivery. The objective was to improve equity in access to health care and service 

coverage especially in rural areas. Although the primary health care was defined as the 

most important strategy in provision of health care in Mozambique, the training of 

nurses remained oriented towards hospital activities, assisting doctors and curative 

health rather than towards working with local communities in preventive and health 

promotion activities (Saide and Stewart, 2001). 

 

The rural roads programme in Botswana might serve as evidence that with the 

appropriate support from the centre, local government can be an agency development. 

Since tarred roads were the responsibility of the central government the district 

Councils were left in charge of the dirt and gravel roads. Initially the councils had only 

limited capacity to build and maintain „ungazetted‟ roads. A great deal of work 

therefore went into building the required engineering capacity with considerable 

support from the centre. The Botswana case reveals the importance of a favorable 

political climate and through planning related to development of institutional capacity. 

Also it seems evident that an effective partnership between the centre and the localities 

is in any case beneficial to the implementation programmes. Further researches showed 

that similar success of Botswana occurred in Kenya, Malawi and Lesotho. 
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In Tanzania, autonomy for local government authorities over human resources 

including recruitment and firing personnel is considered an essential element of the 

decentralization process. In deed the literature on decentralization internationally often 

considers the lack of such autonomy as the „Achilles‟ heel of devolution as centrally 

controlled and transferred staffs have no personal stake in the success of devolution. 

Yet, central government are often reluctant to let go of the power and patronage 

potential of centrally appointing/recruiting, and firing all staffs including key public 

service staff and supporting staffs in the country.   

 

Government policy on administrative decentralization involves „delinking local 

authority staff from their respective Ministries. It goes on to state that local 

government authorities will be fully responsible for planning, recruitment, rewarding, 

promoting, disciplining, development and firing of their personnel. The Councils will 

be the appointing authorities and employers for all local government personnel 

(including Teachers, Health staffs and Agricultural staffs). Local government 

authorities will employ Council Director, the Heads of departments and will adopt 

staffing plans and Budgets (policy paper on local government reform, 1998).  

 

Decentralization should not result in the devolution of unresolved central level 

problems to the local level where there are less physical and human resources to 

resolve them. Similar problem have also been observed in the education sector in 

Tanzania. Primary education is typically a matter of local level capacity. In Tanzania 

physical school infrastructures was used as a powerful symbol of modern politics for 

years and Councils plan huge projects for school constructions. This twist between 

goals and means led to considerable problems not only in finding the funds for those 

projects but also in terms of educational resources such as teachers who could not be 
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adequately remunerated or books, which could not be produced and bought any more 

(Therkildsen, 2000).   

                  

2.7 Research Gaps 

The literature reviews shows that the decentralization of service delivery among 

developing countries is seen as a possible solution to some of the developmental 

problems. It is doubtful if decentralization of service delivery alone is adequate. Local 

government authorities in most developing countries continue to be faced with the 

problem of not having fully autonomy towards hiring and firing their personnel which 

inhibit them from adequately meeting the demands for the services they are expected 

to deliver. However with regards to hiring and firing personnel many African countries 

including Tanzania have retained centralized recruitment and firing the personnel. Also 

decentralization in Tanzania is still practiced with number of challenges, the common 

one being interference from central government. Most studies on decentralization 

focus on fiscal and education with limited reference to recruitment and firing 

personnel. Though many studies have focused on many important aspects related to 

decentralization, the key issue of recruitment and firing personnel in local 

government/Councils due to decentralization has not received adequate attention. 

 

2.8 Conceptual Framework 

Smyth (2004) defined conceptual frame work as a set of structures from a broad ideas 

and theories that help a researcher to properly identify the problem they are looking at. 

Also Kothari, (2004) adds that a conceptual frame work acts as a map that guides a 

researcher to be organized in a manner that makes them easy to communicate to others. 

It enables the researcher to find links between the existing literature and his own 
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research goals. The independent variables for the study are decentralization which 

includes policy, guidelines and strategies of the government. The intermediate variable 

is administrative decentralization whereby when it will be positively approached 

having good government guidelines, good political will, effective human and fiscal 

resources it will lead improved service delivery to the community. But when 

administrative decentralization will be negatively approached meaning that having 

poor political will, bad government policy, guidelines and strategies will lead to poor 

service delivery to the community. The dependent variable will be service delivery 

which will have improved service delivery and poor service delivery. That is 

decentralization which embraces political, administrative and fiscal as an inputs leads 

to output which is dependent variables. But the output to be good or poor depends with 

intermediate variables where by, if there will be good legal framework, good political 

will, available resources (human resource and financial resource), good public policies 

it leads to improved service delivery but if there will be poor legal frames, poor 

political will, poor availability of resources and poor public policies it will led to poor 

service delivery.  

 

The figure bellow was my conceptual frame work for the study which indicated the 

relationships between independent variables, intermediate variables and dependent 

variables:   
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Figure 1: Conceptual Framework 

Source: Own researcher‟s design based on literature review. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 3.1 Overview 

This chapter presents methodology of the study, the research methods adopted, target 

population, the sampling procedures, techniques and sample size, the study location, 

data collection methods, types and sources of data and method of data analysis. 

3.2 Research Approach 

Research methodology is a way to systematically solve the research problem. It may be 

understood as a science of studying how research is done scientifically (Kothari, 1990). 

In this study the researcher used the qualitative approach. The approach was employed 

in this study because it allowed the researcher to obtain intricate details about the 

phenomena under the study. The approach also allowed the researcher to get into the 

field and to find out what people think and understand about challenges of 

implementing administrative decentralization. However, the researcher supplemented 

the qualitative data by some elements of quantitative approach in order to gather more 

rounded and reliable data which could make comparison of information easy (Saunders 

et al., 2000). Generally, the mixed approach added depth to the data collection. In this 

context, the approach was deemed appropriate to asses various aspects of 

implementing administrative decentralization. 

3.3 Research Design 

Research design is the arrangement of conditions for collection and analysis of data in 

manner that aims to combine relevance to research purpose with economy in procedure 

(Kothari, 1990). The research design is the conceptual structure within which research 
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is conducted. The research design is a plan which is a comprehensible and economic, 

for the process of collection of data to the presentation stage in a study. 

 

The research design minimizes bias and maximizes the reliability of data collected and 

analyzed.  In this study a cross sectional survey was used in order to achieve an in- 

depth study of the community. The cross sectional survey was used because it is 

flexible and allows the researcher to use various data collection methods and 

techniques such as observation, interview, questionnaire and documentary reviews. 

This is to say, they gave room for the researcher to analyze the particular community in 

detail with its findings. The design employed quantitative and qualitative research 

techniques in data collection, analyses and interpretation. The combination of 

quantitative and qualitative design is termed as mixed method research design. It is a 

two phase design, where the researcher uses qualitative data to help in explaining, or to 

build upon, initial quantitative results. The first phase is quantitative; the second phase 

is qualitative (Punch, 2009). 

 

The researcher utilized both survey and semi interview research methods, where by 

semi interview used as a qualitative technique and questionnaire as a quantitative 

technique, were used to collect primary data, while documentary review was applied in 

collecting secondary data. These methods allowed a researcher to be eclectic in the 

choice of methods, where the mixture of data collection techniques, analyses and 

interpretations were used to evaluate the research problem. The quantitative techniques 

gave the data in breadth, explaining at what extent the problem was or the 

achievements were attained; qualitative techniques offered in-depth data explaining the 

reality of the situation, by exposing the quality or worse of the implementation of 

administrative decentralization exposed through research findings. 



36 

 

3.4 Area of the Study  

The study was conducted in Mbozi District in Mbeya Region Tanzania. Mbeya Region 

is located at the Northern Southern Highland. The region has eight Districts, Mbozi 

District is generally characterised by rural qualities.  According to the 2012 population 

Census, the population of Mbozi District was 446,339 of whom 213,217 were men and 

233,122 were women. The average household size was five persons. Administratively, 

Mbozi District is one among of 8 Districts of Mbeya region. The District is sub divided 

into 4 Divisions, 18 Wards and 101 villages. The economic activities of the people 

living in Mbozi District include Agriculture, livestock keeping and business.  

 

The reasons for choosing that study area is the scarcity of the personnel because they 

are not allowed to recruit and misunderstandings between councilors and staffs on the 

powers to fire their staffs which is given to them by law. Also another reason is the 

district council being allocated in the rural setting of which the study will be able to 

examine whether this has something to do with recruitment procedures in local 

government authorities which give limited autonomy to the local government 

authorities.   

3.5 Population of the Study 

Krishnaswami (2002) defines population as the targeted group to be studied in a 

particular place. Therefore, population is the total collection of elements about which 

one wishes to get information. For the purpose of this study, the research population 

included 1 Chair person of the council, 8 Councilors, 1 District Executive Director, 13 

Heads of Departments, and 48 supporting staffs. All of these were included in order to 

allow a researcher to get in-depth information on the study on how the Council is 

effective towards hiring and firing personnel under the decentralized framework. 
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3.6 Sample Size and Sampling Frame  

In this study the researcher applied two types of sampling techniques namely, 

purposive sampling and simple random sampling. Sampling techniques refer to the 

procedure the researcher adopts in selecting items for the sample (Kothari, 1990). In 

this study non-probability sampling was used and purposive sampling was included in 

selecting key informants whose information was collected to supplement the study. 

The respondents in purposive are District council chairman, Director, and heard of 

departments. Simple  random sampling is where each and every item has equal chance 

of inclusion in the sample and each of the possible sample, in case of finite universe, 

has the same probability of being selected ( Kothari, 1990). The respondents in simple 

random sampling are the councilors and supporting staffs. 

 

Sample size is the exactly number of items selected from a population to be sampled 

for study (Kothari, 2004). The sample size was determined by the number of workers 

in Mbozi District Council.  A sample of 75 respondents was interviewed; with 60 

randomly chosen and 15 chosen purposively.  

In this study the sample size was determined by using the formula n= N/1+N*(e)
2 

Where; n represents a sample size 

N= represents sample frame or total population. 

E= represents level of precision or error of detection 

e = error of detection 10% = (0.1) e= 0.1 

N= 4133 

Therefore, n = 4133/ [1+ 4133(0.1)
2
] =   97  Councilors and supporting staffs 

+15(key informants) = 112 subjects. 
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The calculated sample size is 112. However due to limited time and financial barrier 

the reseacher decided to conduct the study by engaging 75 of both respondents and 

informants in the Council as displayed in the table below; 

Table 1: Sample size Composition 

S/N  Discription of respondents Number of respondents 

1 District Chair person of the Council 1 

2 Councilors 10 

3 District Executive Director 1 

4 Heads of Departments 13 

5 Supporting staffs 50 

 Total sample size  75 respondents 

Source:  Fieldwork Survey, 2015  

3.7 Data Collection Methods 

In this study in order to ensure validity and reliability of information from respondents 

the study used both primary and secondary data sources of information as a way to 

make triangulation; the primary data was collected from the field through interviews, 

and questionnaires while secondary data was collected from published and unpublished 

documents.  
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3.7.1 Primary and Secondary Sources of Data 

The study used both primary and secondary sources of information to collect data. 

Primary data was collected afresh from the respondents and for the first time and that 

happen to be original in character. Primary data, this means original data that has been 

collected specially for the purpose in mind. It means someone collected the data from 

the original sources first hand (Kothari, 1990).  

 

In this study the data was collected from questionnaires, and interviews. This source 

was appropriate used to look upon opinion and perceptions of all respondents 

mentioned in the challenges of implementing administrative decentralization in 

Tanzania. Also the researcher applied a pilot survey which enabled to get primary 

information that was useful during data collection.  

 

In this study the researcher focus was to interview about 15 respondents. This was used 

as guiding tools of the sampling procedure and helpful in designing a research 

checklist and questionnaires that was used during research field.  

 

Secondary data are data obtained from the existing records or publication 

(Panneerselvam, 2007:13). For the purpose of achieving objectives of this study, 

secondary data were collected because most of them was permanent in nature, it 

costless time and money to obtain them. In this study secondary data will be collected 

through reviewing policy paper on local government reform of 1998, local government 

Act (District Authorities) of 1982, Public Service Act No.8 of 2002 and the 

Constitution of United Republic of Tanzania of 1977 where those documents will be 

found from District Council and from Central Government. Also government 

directives, circulars and government guidelines will be used for collection of secondary 
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data. These documents were helpful to obtain various data for comparison and 

references. These data were number of staffs/personnel recruited by the Council, 

number of staffs/personnel fired by the Council, and number of staffs/personnel 

recruited by other authorities including central government. 

3.7.2 Questionnaires 

Questionnaires is used because it provide and efficiently way of collecting responses 

from a large sample and is typically measured many variables (Gall et al., 2005). In 

this study questionnaire was used to all relevant respondents through cross sectional 

survey and interviews. This study used both open ended and close ended questionnaire. 

The questionnaire was used to get information from the respondents; the respondents 

were councillors, DED and supporting staffs. The questionnaire was used because it 

provided an efficient way of collecting responses ideas from a large sample and it is 

typically measured many variables (Gall et al, 2005).  

3.7.3 Interview Method 

Interview is a process of communication or interaction in which the subject or 

interviewee gives the needed information verbally in a face to face situation (Koul, 

1992). In this study the tools for interviews guideline  was both open ended and closed 

ended questionnaires which was applied to respondents.  

 

Structured interview will be conducted rather than unstructured interview in a few 

cases as it provided adequate information about particular cases interest to the 

researcher. Interviews can be highly structured, semi structured or unstructured. 

Structured interviews consist of the interviewer asking each respondent the same 

questions in the same way (Henning et al, 2004). Structured interviews were preferred 

in this study because they are easier to prepare and manage while at the same time 
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providing detailed information on the problems raised. Structured interview will allow 

the investigation to be explored in depth and breadth to enable us address specific 

aspects of the study (Hancock, 1998). However, for flexibility to accommodate the 

nature of respondents at the local level, semi-structured and unstructured interview 

may be called for as needs be.  

 

Interview was conducted with District Executive Director, Heads of Departments, and 

Chairperson of the Council. Through interview the researcher got a complete and 

detailed understanding of issue from the respondents. Interview was last approximately 

45 minutes to one hour and was carried out at the interviewees‟ work places. 

Interviews were also recorded to avoid misreporting the participants.                 

3.8 Documentary Review 

Documentary review was done by using the documents available at the Council and 

central government as a base of a study or as supplementary materials. The policy 

paper on local government reform of 1998 or a policy paper on decentralization by 

devolution will be reviewed. 

3.9 Data Analysis 

The data were analyzed by a computer package, statistical package for social sciences 

(SPSS) of 2013. In this analysis, data were cross-tabulated to produce percentage of 

responses. Frequency, mean, and percentage were used to determine respondent‟s 

profiles and opinions. In analyzing data for this study, both qualitative and quantitative 

methods of analyzing data will be applied. Under the qualitative techniques, data were 

analyzed by content analysis and ranking them into the clear patterns of information.  

Open and ended questions in questionnaire and information from interview were coded 

before being entered into computer for the purpose of analysis. With regard to 
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quantitative data was analyzed making use of MS-excel and SPSS. Also MS-excel was 

used in drawing different figures. 

3.10 Reliability of Data 

The extent to which results are consistent overtime and an accurate representation of 

the total population under study is referred to as reliability and if the results of a study 

can be reproduced under a similar methodology then the research instrument is 

considered to be reliable (Joppe, 2000). Many authors argue that the broad and abstract 

concepts of reliability and validity can be applied to all research because the goals of 

finding plausible and credible outcome explanation is central to all research 

(Hamersley, 1992: Kuzel and Engel, 2001). According to this understanding therefore 

the main idea is replicability of the results or observations hence reliability is the 

degree to which a measurement, given repeatedly, remains the same (Kirk and Miller, 

1986). 

 

The issue of reliability was ensured through the following; the use of multiple methods 

and tools during data collection, including semi-structured interviews (interview guides 

as tool), survey (questionnaire as tool), and review of secondary data. The use of 

triangulated methods ensured the reliability of information as data were complemented 

by the use of different data sources such as respondents through questionnaires, 

informants through interview guides and stored data extracted through documentary 

review. The researcher also employed a pre-testing research instruments by using the 

pilot method, where by a set of questionnaire were distributed and a mini study was 

conducted to a few respondents from both councilors and staffs of the council. 

Reliability was also ensured by the use of appropriate sampling techniques including 
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random and non-random sampling, in selection of the appropriate sample and suitable 

sample size. 

 

 3.11Validity of the Data 

Validity refers to tests for determining whether a measure is measuring the concept 

that the researcher thinks is being measured. It determines whether the means of 

measurement are accurate and whether they are actually measuring what they are 

intended to measure, hence, validity provides a lens of evaluating the findings of a 

qualitative research (Hoepfl, 1997). Construct validity was established through the 

assistance of my supervisor, who administered my research in all stages including 

research tools, where indeed some commendable corrections were offered by him. 

Content validity was observed through carrying out pre-testing measures whereby a 

few selected respondents, were involved in testing the prepared tools. To make sure 

that data collected were valid, several measures were used. To avoid identification, the 

respondents never wrote their names. Questionnaires were self administered and were               

Collected in time. 

3. 12 Ethical Considerations 

In research, ethical considerations are very important for smooth operation especially 

in the process of data collection. Ethical issues in research are to protect human rights 

and privacy from being infringed by scientific experimentation as well as to safeguard 

the credibility of the research (Keya and Makau et al, 1989). In this study, the 

following ethical considerations are necessary; informed consent, confidentiality and 

privacy. The decision to participate or not is on free will of the respondents thereof. 
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 To maintain confidentiality, the identity of the respondents will be concealed through 

coding and labeling instead of naming. And for privacy the respondents will take the 

decision on where and when to take the interview as advised by (Leary, 2001). 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND DISCUSSION 

4.1 Overview 

This chapter serves the purpose of data presentation, analysis and discussions of the 

research findings. The data obtained for this study was largely analyzed qualitatively. 

Where necessity dictated otherwise, tables and simple descriptive statistics such as 

percentages were employed. Data presentation and analysis was guided by the research 

objectives and questions. Discussion of research findings was informed by the 

theoretical framework that has already been discussed in Chapter Two. The chapter is 

divided into two major parts. The first of which is this overview. The second part is 

data presentation and analysis where research findings of the study are discussed. 

4.2 Data Presentation and Analysis 

The present study was set out to achieve four specific research objectives. The first one 

was to examine the components of Administrative Decentralization in Tanzania. The 

second objective was to examine how Mbozi District Council implement 

decentralization particularly Human resource management component. The third 

objective was to examine the influence of administrative decentralization in the 

performance of the Council. The fourth objective was to explore the challenges for 

effective implementation of District Council‟s roles. To achieve the above research 

objectives, four research questions were devised to guide data collection. The first 

question was:  What constitutes Administrative decentralization in Tanzania? ( the 

components are administrative power, political power and fiscal power). Secondly, 

how does human resources management component of administrative decentralization 

takes place at the District Council? (the components are the status, autonomy in terms 
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of recruitment, discipline, promoting, and transferring). Thirdly, What are the 

influences of administrative decentralization in the Local government performance? 

(the components are positive influence, negative influence and the dominant 

influence). Fourthly, What are the challenges of administrative decentralization in local 

authorities and how can they addressed? (the components are institutional challenges, 

policy challenges and personnel challenges). The data for this study were collected 

through questionnaires; and interviews. All the two data collection instruments had 

questions that were devised in a way that enabled the researcher to collect data that 

could achieve the objectives of the study. Data was also summarized in tables, pie 

charts and histograms for clear presentation and interpretation. 

4.3 Profile of Respondents 

The study comprised people with different characteristics where of the total 75 

respondents they answered questionnaires 1 District Chair person of the Council 10 

Councilors, 1 District Executive Director, 13 Heads of Departments and 50 Supporting 

Staffs. Also during interview 1 DED, 1District Chair person and 13 Heads of 

Departments were interviewed. 

There were three categories of information which helped to describe profile of 

respondents were involved in the study. These were mainly biographical data of 

respondent and they were seen to be very important because they helped to get clear 

understanding regarding the characteristics of the respondents. The three categories 

included biographical information such as sex distribution, working years and the rate 

of understanding of administrative decentralization of respondents.  
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4.3.1 Sex Distribution of Respondents 

Sex of respondents was needed in order to ensure that both men and women take part 

in the present study. The study suggests that among the total 75 respondents the 

number of male respondents was (58) which were about 77.33% and (17) about 

22.67% was female. This owed to the fact that there were more male respondents than 

female ones due to historical tendency of men outnumbering women in different 

institution be it public or private organizations. Nevertheless, this did not harm the 

kind of responses acquired from the study area because there were no gender specific 

issues that needed special attention.   

Figure 4.2: Sex Distribution of Respondents  

 

 

Source: Field Data, 2014 
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4.3.2Working Experience of the Respondents 

Knowing the state of working years among respondents involved in this study was 

very important because the study was set to seek opinions and views from people of 

different working years experience hence gain more insights on their experiences. As 

indicated in figure 3 below, data from the study area indicates that about  (50) 66.67% 

of the respondents they have 1-10 years of employment, (15) 20% they have 10-20 

years of employment and (10) 13.33% they have 20-30 years of employment. 

Therefore, it was possible to get meaningful impression from all respondents because 

they had reasonable working experiences. 

Figure 4.3: Working Experience of the Respondents 

 

Source: Field Data, 2014 
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4.3.3 The Rate of Understanding of Administrative Decentralization of 

Respondents 

Data regarding the rate of understanding of administrative decentralization, the study 

showed that (38) 50.67% of the respondents have good understanding of administrative 

decentralization, (27) 36% of the respondents have fairly understanding of 

administrative decentralization and about (10) 13.33% have very good understanding 

of administrative decentralization. Figure 4 below presents the results above.  

Figure 4.4: Rate of understanding of Respondents 

 

Source: Field Data, 2014 

 

From the data presented above it indicates that, with different levels of understanding 

which was an important variable for researcher to consider contextual limitations and 

self awareness of respondents regarding the topic at hand. Majority of the respondents 
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about 50.67% as presented in the figure above seems to have good understanding of 

administrative decentralization. Therefore, during the study it was easier for the 

researcher to examine the challenges facing Councils in the implementation of 

administrative decentralization. Also those respondents with good understanding of 

administrative decentralization helped much the researcher to suggest way forward in 

order for the Council to implement well administrative decentralization. 

 

4.4 Components of Administrative Decentralization in Tanzania 

This sub - part discusses the components of administrative decentralization in 

Tanzania.  According to Kabagire, (2008), administrative decentralization allows local 

government/council to appoint and approve statutory bodies that make ordinance and 

by laws; hire, manage and discipline personnel, manage their own payroll and 

implement approved development plans.  In addressing this objective a researcher 

asked three questions to the respondents as follows; 

4.4.1The Power of the Council  

The question wanted to know the power of the council in managing their personnel, 

allocating, reallocating spending and power to make decisions. Regarding to this 

question, the study revealed that about (43) 57.33%   of the respondents said that the 

councils were fairly powerful, (17) 22.67% of the respondent said the councils were 

powerful, (13) 17.33% of the respondents said the councils were not really powerful 

and (2) 2. 67% of the respondent said that the councils were not powerful at all. The 

figure bellow presents the results above: 
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Figure 4.5: The Power of the Council   

 

Source: Field Data, 2014 

 

The finding above contradict with the  policy paper on local government reform of 

1998 which envisage at giving full power  to the  council in managing their personnel, 

allocating spending, reallocating spending and power to make decision. Mutahaba 

(1991) argued that, the council is supposed to have final decision making power on 

their matters. But according to the finding, it was revealed that, Councils have limited 

power for instance most of the respondent 57.78% said that the council have fairly 

powerful in decision making. 
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During interview one councilor in the District said that … “council does not have full 

power at all in managing their personnel, allocating and reallocating their spending”.  

This means that there is great interference from the central government. 

Decentralization principally is about reallocating decision making process to levels 

nearer to the beneficiaries of services which is limited to the council.  The councils are 

supposed to have final decision making power on their matters, but according to the 

finding, councils have limited power, this was revealed when most of the respondent 

about (43) 57.33%   said that the council looks like a dog that doesn‟t have tooth to 

bite.  

4.4.2Council Power and Authority Prior to Reforms 

The researcher was interested to know the extent that Mbozi District Council has 

Power and Authority in managing Resources and Planning for local needs which did 

not had before the implementation of local government reforms. The study suggests 

that out of 75 respondents who filled the questionnaire, (49) 65.33% said the council 

have fairly powerful and authority (24) 32% said the council have powerful and 

authority while (2) 2.67% said the councils have not really powerful and authority. The 

figure bellow presents the findings above;  
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Figure 4.6 Council Power and Authority prior to reforms 

 

 

Source: Field Data, 2014 

The results in the figure above, suggests that, the council have fairly powerful and 

authority in managing resources and planning for the local needs, thus   nothing have 

changed after the implementation of local government reforms. According to the 

policy paper on local government reform of 1998 intends to achieve among other 

things to give power and authority to the councils to manage resources and planning 

for local needs. The intention of the policy paper was not seen practically in the 

Council, meaning that, the council according to the findings has limited power and 

authority prior to the reforms. One respondent said; 

 

…“the council can plan different projects which needs central government funding, but 

central government cuts off some of the projects because of funds deficient or some   

funds from the central government can not  come on a right time or funds comes rate”. 

Thus, Cutting off some project which are very important to local people or delaying 
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funding such project indicates that the council has limited power and authority in 

planning for the local needs.  Limited power and authority for the council was also 

revealed when Council demands to make recruitment 20 staffs from different 

department in 2013/2014 financial year but central government through the Ministry 

responsible for Human resource recruitment and selection can allow the council to 

recruit only 10 staffs from different departments. From that statement it is true that the 

council does not have full power and authority in managing Human resources.  

4.4.3Council Power and Authority after the Reforms 

The researcher was interested to know the rate of power and authority of the Council in 

managing resources and planning for local needs after the implementation of local 

government reforms. In analyzing the results in this study, 75 respondents answered 

the question which demanded to know the rate of power and authority of the council in 

managing resources and planning for local needs after implementation of local 

government reforms. The study suggest that among 75 respondents (41) 54.67% of the 

respondents said that the council is fairly powerful and authority, (25) 33.33% of the 

respondents said that the council is powerful and authority, (5) 6.67% of the 

respondents said that the council is not really powerful and authority and (4) 5.33% 

said that the council is very powerful and authority. 
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Figure 4.7 Council Power and Authority After the Reforms 

 

Source: Field Data, 2013 

Reflecting on the responses above, it is convincing to believe that council has limited 

power and authority in managing resources and planning for local needs. This was 

supported also by one of the respondent during interview when he said that; 

 

… “There are very little differences in power and authority of 

the council in managing resources and planning for local needs 

after the implementation of local government reforms and 

before the implementation of the reforms”. 

 

According to policy paper on local government reform 1998 which was based on the 

Chama Cha Mapinduzi (CCM) Election Manifesto of 1995,  the local government 

reform initiative has made many and important strides in the last four years. But 

instead of making important strides according to the findings the Councils have limited 

power and authority in managing resources and planning for the local needs after the 
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implementation of local government reforms. Practically, today in the Councils there is 

interference in managing resources and planning for the local needs which comes from 

central government. Example it is very difficult for Council to discipline, transfer, 

personnel who are not recruited by the Council such as Council Director, Internal 

auditors, and Teachers which affect negatively the performance of the Council.   

4.5 Implementation of Administrative Decentralization 

The researcher in this objective wanted to examine the way Mbozi District Council 

implements administrative decentralization particularly Human Resource component. 

The researcher formulated eight questions concerning this objective and the 

respondents filled questionnaire and some of them were interviewed.  Mbozi District 

council has corporate status and power to secure resources to perform their functions to 

some extent. Devolution implies the need to develop Council as an organization 

providing services that satisfy the needs of local people and as governmental unit over 

which the local people have some influence, moreover, devolution is an arrangement in 

which there are reciprocal, mutually beneficial and coordinate relationship between 

central and local governments. The council uses their bylaws, regulations to plan for 

development (UNDP, 1999). In Tanzania decentralization is mainly the transfer of 

power from central government to subordinate authorities such as LGAs. It was 

important, therefore, to assess the way Mbozi District Council implement 

Decentralization Particularly Human Resource component. The results, discussion and 

analysis regarding the way that Mbozi District council implements decentralization are 

presented below. 
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4.5.1Autonomy of the Council in Implementing Administrative Decentralization 

In this sub part a researcher wanted to know the extent of autonomy of the Council in 

implementing administrative decentralization.  In the question related to the extent of 

autonomy, the study revealed that (48) 64% of respondents said that the council is 

fairly autonomous, (14) 18.67% of the respondents said that the council is autonomous 

as and (13) 17.33% of the respondent said that the council is not really autonomous. 

The figure bellow presents the results above; 

Figure 4.8: The Autonomy of the Council in Implementing Administrative 

Decentralization 

 

 

Source: Field Data, 2014 

From that finding indicates that the council is only fairly autonomous meaning that the 

council has limited power in implementing administrative decentralization which is not 

healthy for the performance of the council. In relation to that during the interview a 
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certain respondent said that…”our council is not independent in their action, this can 

be seen when the central government makes ceiling for the council, decide when to 

grant for the projects and decide when to disburse money”. UNDP, 1999 contends that, 

decentralization by devolution in its purest form has certain fundamental 

characteristics one of them is the councils being autonomous, independent and clearly 

perceived as separate levels of government over which central authority‟s exercises 

little or no direct control.  The council must have ability to act independently without 

central government interference. Henjewele et al (2004) argued that, decentralization 

by devolution envisage among other things to create a room where the council can 

have ability to act independently without any interference from the central government.  

But that power and authority seems to be present in the Council theoretically while in 

practice that power and authority does not exist at all or are very minimal. Example 

one respondent in the district said that…”even projects that are initiated by the local 

people are subject to Ministerial approval. He continued saying that… “Even the by 

laws passed by the council must be approved by the central government”. This 

indicates that the council is fairly autonomous as the finding revealed to the extent of 

being very inferior to central government which is contrally to the policy paper on 

local government reform of 1998 which gives more power and authority to the 

Council. 

  

4.5.2The Autonomy of the Council in Making Recruitment and Selection   

This question tried to evaluate the extent of autonomy of the council in making 

recruitment and selection of their personnel.  The finding showed that, from   a total of 

75 respondents who answered that question, (39) 52% of the respondents said that the 

council was not really autonomous in making recruitment and selection of their 
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personnel, (31) 41.33% of the respondents said that, the council was fairly autonomous 

in making recruitment and selection of their personnel and (5) 6.67% of the 

respondents said that, the council was not autonomous at all in making recruitment and 

selection of their personnel. The findings above are presented in the figure below;  

Figure 4.9: The Autonomy of the Council in Making Recruitment and Selection 

 

Source: Field Data, 2013 

The findings indicate that the council does not have autonomy in making recruitment 

meaning that council is not making recruitment and selection for their personnel 

instead that duty is performed by central government through public service 

employment secretariat since 2010. Chandra (2003) argued that Local government 

autonomy and administrative autonomy in particular is crucial for the success of the 

local government. Administrative decentralization envisage to give full autonomy to 

the council to continually evaluate sources and recruitment devices to determine which 
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of them produces the most satisfactory employees of each type in terms of 

performance and relevance of the skills and training they bring into the organization 

(ibid). However, the study found that to date the human resource management 

practiced in the council does not reflect devolution. Both the councilors and council 

staff interviewed assert that the reforms have not given them the autonomy that they 

have been promised by the reforms 

 

From the figure above only 41.33% of the respondents said that the council is fairly 

autonomy, the majority 52% said the council is not really autonomous and 6.67% said 

that the council is not autonomous at all. The local government reform agenda mention 

that local autonomy requires the presence of strong and effective institutions with 

sufficient members who are qualified and motivated staff recruited and promoted on 

the basis of merit. However, it does not clearly give those powers to the local 

authorities. This enables central government interference to perpetuate despite the 

administrative decentralization. This finding was supported by one of the respondent in 

the Council by saying that… “All staff including teachers from primary and secondary 

departments, supporting and operational staff such as drivers, cleaners, watch men and 

village Executive officers (VEOS) are employed by ministry of education and training 

and public service employment secretariat since 2010”. As the results the council lacks 

most of the staffs in different departments, for example in 2015 more than 30 villages 

lacked VEOS and in the council‟s head quarter more than 7 departments do not have 

enough staff which affect much the development and the performance of the council.    
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4.5.3Effect of Limited Power of the Council in Recruitment and Selection  

The researcher was interested to know the extent that lack or weak autonomy of the 

council in recruitment and selection of their personnel affect personnel‟s accountability 

to the council.  The study suggest that about  (48) 64% of the respondent s who filled 

questionnaire said that those staff who are not recruited by the council have negative 

accountability, (17) 22.67% of the respondents said the personnel affect the council 

Neutrally and (10) 13.33% of the respondents said that those personnel have strongly 

negative  in accountability. The figure bellow presents the result above;  

Figure 4.10 Effect of Limited Power of the Council in Recruitment and Selection  

 
Source: Field Data, 2014 

 

According to  Show and Thompson (2004) in their work they argued that, 

accountability ensures actions and decisions taken by public officials are subject to 

oversight so as to guarantee that government initiative meet their stated objectives and 

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

contributing to better governance and Powderly reductions.  Accountability involves 

two distinct stages answerability and enforcement. While answerability refers to the 
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obligation of the government, its agencies and public officials to provide information 

about their decisions and those institutions of accountability tasked and civil society 

seek to enforce standards of good performance on officials which is the main concern 

of this study; that is, to assess the extent of accountability of staff who are not recruited 

by the council. From that findings, the researcher came to conclusion that staff who are 

not recruited by the council, are not accountable to the council instead they are 

accountable to the ministry for example Agricultural extension officer and teachers 

which is contrary to local government reform of 1998.   

 

The sentiment above was subscribed by one councilor in the Council when he said 

that…”the council fails to discipline heads of department, DED and internal auditors 

because they are not employed by the council”. Staffs like teachers, agricultural 

officers, DED and heads of departments are employed by their respective Ministry 

which is central government and to the great extent they are disciplined by central 

government either through PMO-RALG or by the departments under the central 

government.  Example, all teachers from primary and secondary are not disciplined 

and protected by the council as the policy paper or local, government reform said, 

instead teachers are disciplined and promoted by TSD which is a central government 

department.  This affects negatively the performance of the council. 

  

4.5.4 Effect of limited power of the Council in the performance  

The researcher wanted to know the extent that lack of autonomy of the Council in 

recruitment and Selection of their personnel affect the performance of the Council. The 

study revealed that about (45) 60% of the respondents said that it affect the 

performance of the council negatively (15) 20% of the respondent who answered the 
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question said that it affect the performance of the council neutrally and (15) 20% of the 

respondents they said that is affect the performance of the council strongly negative. 

Figure 4.11: Effect of Limited Power of the Council in the Performance  

 

Source: Field Data, 2014 

From the data presented above, it was learnt that because Mbozi district council does 

not have autonomy in recruiting and selections of their personnel. According to the 

findings, limited autonomy in making recruitment and selection of the personnect 

affect negatively the performance of the Council which affect negatively the 

performance of the council. Also because of limited power to recruit staff leads to 

great interference in the Council which comes from the central government as 

Stephens 1974 argues that, autonomy entails ability of the councils to act 

independently without central government interference. Thus, Most of the services are 

not provided with the good quality to the local people and some of the project are not 
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emplemented. Because of the interference from the central government Council fails to 

discipline, transfer and fire some of the staffs in the Council such as DED, internal 

auditors and Teachers.  

 

This seems to be supported by one of the respondent who said that…”some of the 

villages are not performing well in the provision of the services to local people because  

those villages do not have employed VEOs”.  Some of the projects in the Council are 

not supervised well fore example Irrigation schemes and roads because Agricultural 

and works departments  don‟t have enough staff to supervise those projects.  The 

chairperson suggested that, council  should be given full power to recruit their staffs, 

power which is vested in the public service employement secretariat. 

4.5.5 The Last Time of the Council to Make Recruitment and Selection 

The researcher wanted to know if the council does not have autonomy to make 

recruitment and selection what was the last time for the council to make recruitment 

and selection. In answering that question, 75 respondents filled questionnaires and 

where interviewed for the same question.  It was found that about (56) 74.67% of the 

respondent who filled questionnaire said that the last time for the council to make 

recruitment and selection was 2 – 5 years back and (19) 25.33% of the respondents  

said that the last time for the council to make recruitment and selection was 5 – 8 years 

back. 
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Figure 4.12: The Last Time for the Council to Make Recruitment and Selection 

 

Source: Field data, 2014 

The inference from the data presented above suggests that, the council has not 

recruited any personnel since 2010. The power of the council to recruit and select their 

own personnel has been undermined by the central government which is central to 

wishes of policy paper on local government reform of 1998. Today all staffs in the 

Council are recruited and selected by central government through public service 

employment secretariat since 2010. 

4.5.6 Ability of the Council to Promote, Discipline, and Fire their Personnel  

 The study was interested to assess the ability of the council to promote, discipline and 

fire their own personnel. The findings of the study suggests that about (43) 57.33% of 

the respondents said that the council is fairly capable, (25) 33.33% of the respondents 

that the council is capable and (7) 9.34% of the respondents said that the council is not 

really capable of promoting discipline, developing and firing their own staffs. 
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Figure 4.13: Ability of the Council to Promote, Discipline, and Fire their   

Personnel 

 

Source: Field data, 2013 

Basically, according to the policy paper on local government reforms of 1998, the 

power and authority to promote, discipline, develop and fire all staff in the council is 

vested in the council.  The  finding presented above was no surprise that the council is 

not able to make promotion, discipline, develop and fire their own staff instead the 

Council is fairly capable as the finding suggest that above  59.15% of the respondent 

they said that the council is fairly capable.   
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A response from interview with the chairman of the council was…to some extent our 

council is capable of promoting, disciplining, developing and firing their personnel. 

The only problem is on discipline and firing the staff”.  

 

The response from that respondent indicates that, the council is not able to discipline 

and fire some of the staff for –example council director and internal auditors.  Also the 

findings revealed that, teachers both primary and secondary are not disciplined and 

fired by the council when they are involved in disciplinary issues. This implies that the 

Council has limited power to promote, discipline, develop and fire their personnel. 

4.5.7 The Autonomy of Local Government Officials over the Central Government 

Officials 

The research wanted to know the extent of local government officials having autonomy 

in implementing administrative decentralization over the central government officials. 

According to Mmari, 2006 local government officials are those staffs who manage the 

local affairs at the locality while central government officials, are those staff who does 

not deal directly with the local people.  Most of them they work in the DC‟s offices 

RC‟s offices, ministries, security department and in the army. The finding suggest that 

about  (51) 68% of the respondents said that local government officials have fair 

autonomy over central government officials in implementing  administrative 

decentralization while (24) 32% of the respondents said that local government officials 

have limited autonomy over the central government officials in implementing 

administration decentralization.  
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Figure 4.14: The Autonomy of Local Government Officials over the Central 

Government Officials 

 

Source: Field Data, 2014 

Actually, local government may be described as government by popularly elected 

bodies charged with administrative and executive duties in matters concerning the 

inhabitants of a particular district or place and vested with powers to make by– laws 

for their guidance.  It has authority to determine and execute measures within restricted 

areas inside and smaller than whole state.  Literally local government means 

management of the local affairs by the people of the locality.  It is based on the 

principle the local problems and needs can be looked by the people of the locality 

better than by central governments. The data presented above about (51) 68%suggest 

that local government officials have limited autonomy in implementing  administrative 

decentralization over the central government officials meaning that it is very dificult 

for the local government officials to refuse any directives concerned the 

implementation of administrative decentraization form the regional comissioners office 
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or from the ministries. Not only that, but also   from  that finding it is revealed that  

interfearance from the central government officials is un avoidable to the local 

government officials since local government authorities have limited power and 

authority both polically, economically and socially. Those powers and authority are 

vested in the central government. Actually, Central-local government relations under 

decentralization are characterized by abolition of previous command relations. 

Mutahaba, 1999 supports the argument by saying that, the new system is thus 

characterized by consultations and negotiations, support from ministries to local 

governments supplemented with regulation and legal supervision of local government 

political and administrative decisions. The directive powers of Government vis-à-vis 

local councils are restricted to legal regulation with local governments' decisions. 

General influence of local councils is secured through the legislative and regulatory 

powers of Government. But those seem to be present only theoretically and not 

practically.  

 

4.5.8 Impact of Public Service Employment Secretariat to the Council 

The reseacher in this question wanted to know the extent that public service 

employment secretariat will improve the recruitment process of civil servints 

especially to local government. The study suggests that  out of 75 respondents  (31) 

41.33% of the respondents what filled questionnaire said that the secretariat was fairly 

extent in improving the recruitment process  (23) 30.67% of the  respondents said that 

the secretariat was not really extent and (21) 28% of the respondents said that the 

secretariat to some extent  will improve the recruitment process. 
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Figure 4.15: Impact of Public Service Employment Secretariat to the Council 

 

Source: Field Data, 2014 

 

The Public service recruitment secretariat estalished in Janury, 2009 in acordance with 

te public service (amendment) Act,2007 section No. 291 among the reasons for 

formulation of the public service recruitment secretariat is to reduce long and 

cumbersome open recruitment procedures of employees in the Ministries, Independent 

Departments, Executive Agencies (MDAs) and other public institutions. The vision of 

the secretariat  to be a centre of Exellence in Public service  recruitment in the Region 

and sub- Sahara in Africa.  The mission statement of the secretariate  is to undertake 

recritment of public servants using modern approaches by adhering to princiles of 

equlity, transparency and merits as well as provide advice to employers on 

employment related matters and the objectives of the secretariat being to recuit 

qualified personnel for the ministies,  independent Departments, executive Agencies, 

Regionalsecretariets(RS) Local government Authorities (LGAs)  and other  public 

service institutions. 
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Considering the vision, mission and the objective of the secretariat, the study was 

interested to know the content that   public service employment secretariat will 

emprove the recritment process of the civil servant to the council. 

 

With reference to the figure 15 above, the findings showed that, the open recruitment 

processes contains very long procedures, from the permit application to the filling of 

the post. Moreover, the process is expensive especially to peripheral authorities. The 

research took this matter into consideration and through questionnaires and interviews 

Human resource officials gave out their view about the formulation of the secretariat. 

Furthermore, the respondents were asked to give their views about what they expect in 

the improvement of the whole process of recruitment and selection of public staff from 

the formed secretariat. This result was supported by one of the respondent from Human 

resource and administration Department during interview said that… 

 

”The establishment of the Secretariat will enhance economies of 

scale, that is, cheaper to advertise and interview centrally than 

each employer doing it alone, also the secretariat will facilitate 

standards and avoid interference from personal interests”. 

 

However, respondents came up with views that, there is a likelihood of top leaders to 

use their powers to facilitate employment opportunities for people they know even if 

they do not have proper qualifications. Also another respondent explained this in the 

interview that…”there is too much bureaucracy on securing employment permits for 

the time being, the council has got no power on recruitment; the powers have been 

delegated to the recruitment secretariat”. 

  

 Local government Authorities cannot recruit staffs without approval and confirmation 

from the central government. When vacancies are determined in the council, the 

requests have to be submitted to central government to ask for recruitment permit 
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before advertising vacancies for further recruitment procedures. If not granted permits, 

the councils will not have power to recruit their personnel.  

 

Therefore, despite the power granted to LGA‟s through the LG regulation of 2000, 

where by LGA‟s were given a framework for hiring, managing and firing its own staff, 

the passing of public service Act No. 8 of 2002 and the public service regulations of 

2003 effectively, curtailed progress in this regard by requirement for confirmation and 

approval by the central government as well as direct appointment of same council staff. 

Respondents also commented that if the applicants will be interviewed at Dar es 

Salaam and posted to LGA‟s especially in remote or peripheral councils, then labour 

turnover may be high. This is due to the fact that the applicants are not familiar with 

places at all, at least if they will be asked to go to the respective places for interviews 

one can be decided from the beginning about going or refusing to work in that place. 

Due to this fact labour turnover may increase hence increase expenses to the 

government and deterioration of service delivery by the local authorities due to lack of 

enough Human Resources. 

4.6 Influence of Administrative Decentralization in the Performance of the 

Council  

The key issues which this sub-section addresses are the influence of administrative 

Decentralization in the performance of the Council. Fisman and Gatti, 2002 argued 

that, by influence means anything that has the power to change the course of direction 

in any area of thought.  Influence is the ability to get a person to do something 

willingly because    you wait it done.  An ability of being able to direct the thoughts of 

people in the direction you want them to think.  Also influence is the ability of being 

able to get people to do what you want them to without coercion and use of authority.  
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It was important, therefore to examine the influence of administrative decentralization 

in the performance of the council.  The details regarding the influence administrative 

decentralization in the performance of the council are presented below:- 

4.6.1 Influence of the Council in Discipline and Transfer of Council Director and 

Heads of Departments 

In this sub part a researcher was interested to know the influence of the Council in 

issues related to discipline and transfer Council Director and Heads of Department. In 

answering this question a researcher used 75 who filled questionnaire and 8 

respondents were interviewed. The study indicate that (41) 54.67% of the o 

respondents who filled questionnaire said that the council has fairly influential /role in 

issues related to discipline and transfer of DED and HoDs,  (32) 42.67% of the 

respondents said that the council have not really influence in issues related to 

discipline and transfer of DED and HoDs.  While (2) 2.66% of the respondents said 

that the council has nothing at all influential in issues related to discipline and transfer 

of DED and HoDs. The figure bellow presents the findings above; 
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Figure 4.16: Influence of the Council in Discipline and Transfer of Council 

Director and Heads of Departments 

 

Source: Field Data, 2014 

According Gall et al, (2005), Decentralization by Devolution intents to give power to 

the council to influence issues related to discipline and transfer of DED‟s and Heads of 

Departments (HoDs). Influence is about having a power to change the course of 

direction in any area of thought (ibid).  Thus the council should have final decision in 

issues related to discipline and transferring of council Director and Head of 

departments. From the above finding it indicates that council could not be able to cause 

desirable and measurable actions and outcomes in cases related to the discipline and 

transfer of council Director and Heads of department.  Thus 40.85% of the respondent 

said that the council has not really influential and 2.82% of the respondents said that 

council has nothing at all influential in issues related to discipline and transfer of 

Heads of department and council director.  The Council does not have final decision in 
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issues related to transfer and discipline DEDs and HoDs instead that roles/influence 

according to the findings belongs to other institution (TAMISEMI). 

 4.6.2 Influence of TAMISEMI in Discipline and Transfer of Council Director and 

Heads of Departments 

The researcher wanted to know the extent that TAMISEMI have influence/role in 

issues related to discipline and transfer of council Director and Heads of department.  

To respond to that question the researcher to respond to that question the researcher 

used 71 respondents who filled the questionnaires and 13 respondents were 

interviewed. 

 

The study suggest that (38) 50.67 % of the  respondents who filling questionnaires said 

that TAMISEMI have positive influence role on the issues related to discipline  and 

transfer council Directors and Heads of departments (27) 36% of the respondents said 

that TAMISEMI has strong/ positive influence /role, (6) 8% of the respondent said that  

TAMISEMI has Negatively influence role and (4) 5.33%  of the respondents said that 

TAMISEMI has neutral influence /role on the issues relation to discipline and transfer 

of council director and Heads of Departments. Figure 4.17 bellow presents the results 

above; 
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Figure 4.17: Influence of TAMISEMI in Discipline and Transfer of Council 

Director and Heads of Departments 

 

Source: Field Data, 2014 

 

From the findings above, shows that, the Ministry of regional administration and local 

government (TAMISEMI) has powers to promote local council personnel and transfer 

them to work in other councils or can be appointed by the Minister or the central 

government especially DEDs and HoDs (URT, 2004 and LGRPL, 2000). Apart from 

Council Director and Heads of Departments also TAMISEMI according to the finding 

seems to have influence/ roles in those cadres in the Council, especially lower cadres 

promoted by the council, their promotions are also approved by the central government 

depending on the availability of funds from the central government to pay for their 

salaries. This is due to the fact that salaries are paid by the central government through 

treasury. It indicates that the autonomy of the council to promote, transfer and 
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discipline its personnel is undermined by the central government. For example the 

findings indicates that promotion is approved by the president‟s Office, public service 

management and salary increments are sent to the treasury for approval of budget 

reflection.  In comparison with the council and TAMISEMI on the issue of influence 

TAMISEMI seems to have very strong final decision and the council process 

little/weak final decision making in transferring and disciplining of HoDs and Council 

Director. This is supported by one of the respondent during interview when he said 

that…. “TAMISEMI have strongly positive influence/role on the issues related to 

discipline and transfers of all heads of department and council Director.  Any time 

TAMISEMI has an authority and power to discipline and transfer council director or 

any heads of department” he adds.  

 

World Bank, (2000:125) shared the same view by arguing that; “more power to 

discipline heads of departments and Council Director is still limited in local 

governments, as most of them they are not recruited by the council”. The only thing 

councilors can do is to air their dissatisfaction about their performance but the final 

decision making power comes from the central government which may decide to 

transfer a head of department or council Director to another council. 

4.6.3 The Influence of Politics in the Performance of the Council 

The focus of this question was to know the influence of politics in the performance of 

the Council. During the study, the finding revealed that (37) 49.33% of the respondents 

said that politics has negative influence to the performance of the council (17) 22.67% 

of the respondents said that politics has neutral influence (11) 14. 67% of the 

respondents said at politics have positive influence and (10) 13.33% of the respondents 
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said that politics has strongly negative influence in the performance of the council as 

indicated in the figure bellow; 

Figure 4.18: The Influence of Politics in the Performance of the Council 

 

Source: Field Data, 2014 

 

Politics in its broadest sense is the activity though which people make preserve and 

amend the general rules under which they hire (Heywood, 2003).  Thus, politics is 

about influencing what you want to achieve at a moment.  From the above findings, it 

is revealed that politicians/councilors seem to influence much the activities of the 

expertise. This results was supported during interview with one of the respondent in 

the District when he said that…”sometimes councilors can influence something 

contrary to the council‟s bylaws and if you refuse to accept his/her demands he/she can 

jeopardize your existence to the council”. Thus, Councilors sometimes demands to 

have more meetings out of the timetable or to have a study tours which are not planned 

by the council and if the council Director refuses you can be in trouble.  Robalino et al. 
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(2001) argued that, even if decentralization is aimed at improving service delivery, it 

will be resisted by those who have benefited from the previously centralized system. 

For instance, politicians and bureaucrats at upper tiers of government may have been 

earning rents from the system that gave them control over the allocation of resources. 

These groups will resist decentralization if it threatens their access to such rents. This 

creates at least two dilemmas facing decentralizing societies. This is supported by the 

views of a certain respondent when he said that…”sometimes you can give very good 

advice to the councilor according to your profession but the councilor can refuse to 

accept for his/her interests or his/her political party interests and you can be forced to 

do against your professional so as to fulfill councilor‟s interest of the interest of their 

political party”.  

  

4.6.4 Impact of Administrative Decentralization in Public Service Delivery  

The question sought to investigate the contribution of administrative decentralization 

in the improvement of Public Service to people of the Council. 75 respondents were 

involved in this query by filling questionnaires and 9 respondents among 75 

respondents were interviewed. The findings indicates that about (42) 56% of the 

respondents said that administrative decentralization have good contribution in 

improving public service delivery to the people of the council, (19) 25.33% of the 

respondents said that administrative decentralization have fair contribution in 

improving public services, and (14) 18.67% of the respondents said that administrative 

decentralization have very good contribution in improving public services delivery to 

the people of the council. 
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Figure 4.19: Impact of Administrative Decentralization in Public Service Delivery 

 

Source: Field Data, 2014 

 

World Bank, (2000) defined Public service refers as the specific requirement that are 

imposed by public authorities on the providers of the service in order to insure that 

certain public interest objectives are met, for instance in the matter of air, rail and road 

transport and energy. Thus, it is irrelevant under community law whether providers of 

the services of general interest are public or private they are subject to the same rights 

and obligations. Public service includes health care, education, water and sanitation 

and electricity that government has public responsibility for them. Administrative 

decentralization among other things intends to improve the provisional of public 

services to the people (ibid). From the data presented above it seems that, in order to 

improve public service delivery to the local people such as water and sanitation, 

electricity, health care, and education services administrative decentralization is very 

important. Thus, through administrative decentralization different projects are owned 

and managed by the local people. Also through administrative decentralization local 
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people can contribute willingly by providing funds and their energy to accomplish 

different projects in their locality. Thus, administrative decentralization aimed to 

improve the provisional of health care, water and sanitation, electricity, roads and 

education to the public. This was supported by one of respondents in the District 

during interview when she said that…..”Administrative decentralization gives a room 

for local people through Opportunities and Obstacles for Development {O & OD} to 

raise their projects and implement those projects effectively and efficiently”. The 

existing empirical evidence shows that administrative decentralization can indeed lead 

to improved public service delivery. Faguet, (2004) documents that in Bolivia; 

decentralization empowered especially the smaller and poorer districts, which resulted 

in a higher overall responsiveness to local needs and a shift of public expenditures 

towards education, health, and sanitation. Solé-Ollé and Esteller-Moré, (2005) supports 

the idea of Faguet when they finds that after decentralization, Spanish provinces‟ 

investment expenditures on roads and education became more responsive to changes in 

output, users, and costs. Several other studies show local outcomes improving with the 

degree of fiscal decentralization.  

4.6.5 Achievement of Policy Paper on LGR in Implementing AD 

The researcher was interested to know the achievement of policy paper on local 

government reform in implementing administrative decentralization. The findings 

suggest that about (44) 58.67% of the respondents said that the policy paper has fairly 

achieved their intended objectives, (25) 33.33% of the respondents said that the policy 

paper has good achieved their objectives and (6) 8% of the respondents said that the 

policy paper has not really achieved their objectives. 
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Figure 4.20: Achievement of Policy Paper on LGR in Implementing AD 

 

Source: Field Data, 2014 

 

Kabagire, (2008) contents that policy paper on local government reform states that, the 

Tanzania local government system is based on political devolution and decentralization 

of functions and finances within the framework of a unitary state. Local government 

will be holistic i e multi- scrotal, government units with legal status {body corporate} 

operating on the basis of discretionary, but general powers under the legal framework 

constituted by the national legislation (ibidi). Local government is supposed to be 

responsible for social development and public service provision within their area of 

jurisdiction, facilitation of maintenance of law and order and issues of national 

importance such as education, health, water, roads and agriculture. From the findings 

above, it is true that, the policy paper does not have very good achievement in 

implementing administrative decentralization because in actual practice council does 

not have full power and authority on issues related to recruitment and selection of their 
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personnel according to the findings of this study. Also according to the findings, the 

council is not an appointing authority of Council Director and Heads of Departments. 

According to the policy paper the council is supposed to be entrusted with full 

mandates responsible for planning, recruiting, rewarding, promoting, disciplining, 

developing and firing of their personnel. Also the council is supposed be the 

appointing authority and employer of all personnel in the council including Council 

Director (DC) which is not there in actual practice. All powers and authority which 

was given to local government authority by the policy paper were not there practically, 

hence that leads to the failure of the policy paper to achieve the intended objectives. 

 

One of the respondents from Human Resource and Administration Department during 

interview supports the idea above when he said that…”the appointing authority for the 

council Director and Heads of Departments is TAMISEMI and not the Council”. Also 

he adds that… “in theory the policy paper on local government reform has achieved in 

implementing administrative decentralization but in practice things are different 

because the Council does not have full power and authority in implementing 

administrative decentralization as stipulated in the policy paper”. 

 

4.7 The major Challenges Constrain the Implementation of Administrative 

Decentralization and the Way Forward 

This objective sought to identify the cross-cutting challenges facing the 

implementation of administrative decentralization and the way forward. To gauge this 

information, questionnaires were administered and interviews to the respondents in 

Council. The aim was to get their views on challenges faced and on the other hand, 

were asked to give mitigation strategies.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                          
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From the findings, it was noted that  35 respondents  accounting 46.3% who filled 

questionnaire and some of them were interviewed said that the challenges faced were 

systemic, political and bureaucratic challenges, 17 respondents accounting  22.7% said 

that the challenge faced was Central-local relations; Institutional challenge, 12 

respondents accounting 16.1% cited that it was caused by Human resources challenges, 

7 respondents accounting 8.9% said that it was caused by Finances and financial 

managements while only 4 respondents accounting 6% said it was  Local government 

authority management information system challenge as it has been shown in the table 

4.1 bellow:- 
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Figure 4: 21 Major Challenges Constrain the Implementation of Administrative 

Decentralization 

 

4.7.1 Systemic, Political and Bureaucratic Challenges 

From the finding above indicates that, 35 respondents out of 75 respondents 

accounting 46.3% mentioned this category of challenges and suggested the way 

forward as follows; Weak Political Opposition: Political opposition in the Councils is 

still very weak. Absence of strong political parties in the opposition has weakened the 

element of influence on decision making. Stronger opposition would provide for 

checks and balance in decision making to ensure that power is not misused to serve 

peripheral interests. Also in the Council needs strong opposition which could help to 

check against undesirable practices such as corruption and mismanagement of funds. 

 

Perception and Assumptions of Councils‟ Staff: Councils management tend to assume 

management reports used at Council level can be used at lower levels, when in fact 

these lower level Governments cannot read and understand those reports. Likewise, 
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there is exaggerated emphasis on the lack of interest by citizens to read and use 

information. The situation on the ground is citizens want to be informed. Galloway 

(2006) contends that, there is an over assumption that the political process which 

involves the interaction between Councilors and Council management on one hand, 

and Councilors and citizens on the other, would enhance transparency. But this is not 

the case in practice because the interactions with citizens are limited. Interaction 

between Councilors and Council management team should be enhanced so as to ensure 

transparency. 

 

National Level Policy Position on Transparency: No guidelines and clear instructions 

from the centre to LGAs on the issue of transparency, especially financial 

transparency. Mostly communications either through meetings, or circulars which only 

superficially do they touch on transparency. A lot of key instructions to LGAs are 

obtained through meetings organized by the ministry etc. rather than through formal 

written communication. Thus, there should be clear guidelines and instruction from the 

central government to LGAs especially on issues of financial transparency. 

 

Council approach to transparency: Most councils lack internal policy on transparency 

and the use of the notice board which are key in enhancing transparency. In addition, 

there is little follow up on what happens at meetings held at village level, to check 

whether the Councilors are attending those meetings, and if not, take appropriate 

action. There is no formal management structure in place to address the issue of 

transparency. Worse still, no formats have been developed to transfer information to 

lower levels of Government and sharing with the citizens. The formats used for 

management purposes are the ones used for sharing information with lower levels. 

Thus, there should be clear follow up on what happens at meetings held at village 



87 

 

level, and clear format to be used for the management purposes at all lower level 

authorities including at the Villages. 

 

Physical and Infrastructural Limitations: Lack of infrastructure to support transparency 

to enhance accountability e.g. villages don‟t have photocopiers/no power, and where 

they receive reports, only one copy is provided. So they are confronted with the 

decisions: what do you do with the single copy, file it or put it on notice board? Issue 

of distances where working facilities (e.g. transport) are limited, affects the extent to 

which information can be shared. The situation is more critical during the rainy season 

when the roads are not passable. LGAs especially at wards and villages should be 

supported by their Council or central government to have Transport, photocopier and 

electric power in their offices for the effective and efficiency performance. 

 

Planning Process at Village and Ward Levels: In most cases, it has been noted that the 

consolidation of plans does not take place at the ward level, which underlines that, 

Infrastructural capacity to do it at ward level is absent as there are no computers, 

electric power and skills to handle the mass of information is also lacking, given that 

this would be done by the WEO and maybe with the assistance of the sector activity 

coordinators, whose skills for this kind of work could be low as well. These offices 

performs good only if there will be good infrastructure like computers, electric power 

and good skills to handle mass information. 

 

Record Keeping: Record keeping system of the village Government is extremely poor, 

e.g. it is very difficult to trace files. The infrastructure in the office is inadequate and 

this has implication on financial management especially when funds are sent and spent 
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at the village level. LGAs especially villages should enhance good habit of keeping 

Records for the development of the people in their localities. 

4.7.2 Central-Local Relations: Institutional Issues 

The findings indicates that 17 respondents out of 75 respondents which is about 22.7% 

who filled questionnaire and interviewed mentioned central-local relations as a major 

challenge constrain the implementation of administrative Decentralization and 

suggested the way forward as follows; although the reform agenda is supported by the 

highest levels in the government, there are fractions of government which tend to lose 

from a far reaching decentralization process. These are departments within line 

ministries at the centre which do not want to see their role transformed from an 

implementing agency with considerable operational powers to a mere policy 

formulation and guidance body. And there is considerable confusion about the role of 

the Regional Administrative Secretariats (RAS), the formerly powerful and 

deconcentrated organs of central government, whose role has diminished to that of 

facilitation, technical advice and monitoring. In view of 114 districts, which the Centre 

is practically unable to deal with directly, the RAS could play a useful intermediary 

role, not only for advising, but also for articulating and aggregating the demand of 

local governments. But current practice shows that its new mandate and responsibility 

has not been sufficiently accepted internally, as well as externally.  

 

This was supported by one of the respondent during interview when said that….”RAS 

still gives orders to the districts, whereas district administrations, empowered through 

new responsibilities and budgets, have started to communicate on essential matters 

with central organs, thereby circumventing new directives”. 
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Local government reforms have been reviewed and modified based on earlier concerns 

about complexity and the readiness of some council to engage in the process. The 

results of restructuring have, however, been mixed, though generally welcomed by 

councils. Positively, restructuring has enabled Councils to take greater charge of the 

reform process. It has enabled Councils to build relationships with non-state partners 

and to strengthen internal coordination and teamwork. In some cases, it has helped 

boost staff morale and confidence. Restructuring has enabled Councils to prepare 

strategic plans, to produce new organizational structures, rationalize staffing levels and 

prepare HRD plans. “Quick wins” have enabled councils to make tangible 

improvements in service delivery and revenue collection, and financial assistance has 

enabled councils to improve equipment and the work environment. 

 

Musingi, (2006) argued that, the limited capacity of the implementation of the 

restructuring process  Phase 1 of the reforms comprised 38 councils has now been 

improved because in the next Phase, Councils undertaking the restructuring process are 

progressing well. The use of local consultants to assist and backup councils in the 

restructuring process has not only assisted councils to hasten the process, but also built 

capacity in LGAs to undertake the restructuring process themselves. However, the 

process has been lengthy, and some areas recommended are yet to be implemented. 

Notably, new structures and establishments have not been approved by central 

government, whilst the retrenchment exercise has incurred considerable delay and 

uncertainty. The process has faced a number of related constraints; lack of discretion 

over recurrent budget management created little incentive to retrench; more systemic 

problems of pay and incentives has made it difficult to attract and retain staff into key 

positions, compounded by long delays in the issuing of permits to proceed with 
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recruitment. The continuing practice of centrally managed transfers has been 

unsettling, impacting negatively on the ability of Councils to perform in key areas. 

Lack of sector harmonization undermines efforts to establish organizational structures 

and staffing levels that are consistent with locally determined planning priorities. 

 

Looking to the future, key challenges will be to determine the best way to rollout the 

process to a larger number of councils, a good number of which are organizationally 

weak and financially fragile, while avoiding the process becoming instrumentalised. A 

balance has to be struck between ensuring a time bound completion of the exercise 

while adapting to local conditions; spreading assistance across a larger number of 

districts while providing sufficient contact time. At the national level, attention must be 

paid to clearing blockages that have persistently held back implementation of 

restructuring. This is particularly important with regard to approval of new structures 

and establishment and processing of retrenchments. 

 

4.7.3 Human Resources Challenges 

The study revealed that, among 75 respondents, 12 respondents accounting 16.1% said 

that the major challenge for effect implementation of administrative decentralization 

was Human Resources. Today, most Council is still operating with limited human 

resource capacity, both in terms of numbers and expertise. The shortfalls in numbers 

are even more acute in the remoter areas of the country. A broader constraint faced by 

local governments in attracting adequate numbers of qualified staff to deliver local 

government services is their lack of control over local government salaries. Providing 

local governments greater control in determining local government salaries -or 

allowing LGAs to top up the salaries of local government employees within the 
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context of their available resources- would improve the ability of local authorities to 

attract and retain staff, especially in rural and remote parts of the country. 

 

According to the Government‟s 1998 Policy on Decentralization identified 

administrative decentralization as one of the four key pillars. This implied de-linking 

local authority staff from their respective ministries and making local government staff 

accountable to locally-elected councils. It was envisaged that councils would be the 

appointing authority and employer of all staffs. Councils were expected to become 

fully responsible for planning, recruiting, rewarding, promoting, disciplining, 

developing and firing their personnel. HR decentralization is a cornerstone of D-by-D, 

and the Government Policy in Tanzania is quite clear on this issues, and indeed the 

Policy paper of 1998 is quite specific about LGAs having control over the management 

of their own staff, and about locally posted staff being “de-linked” from their parent 

ministries. 

 

The findings revealed that, since 2001, progress in granting Councils greater autonomy 

over personnel management was reversed and the situation regarding Government 

intentions has remained ambiguous. The key event was the enactment of the new 

Public Service Act (no.8) of 2002 and the subsequent promulgation of the 2003 Public 

Service Regulations. These challenge the principle of devolved responsibility for 

personnel management by introducing deconcentrated personnel management within a 

unified public service. 

 

Within this framework, Councils are ascribed only limited authority over staff. Little 

progress has been made in taking forward the issues of human resource 

decentralization. The modest goal of amending the Public Service Regulations to bring 



92 

 

them into line with the amended Public Service Act of 2004, and thus give effect to the 

role of LGAs as employing authorities has yet to be attained. According to PMO-

RALG, all attempts at progressing this issue have been frustrated, and the commitment 

of PO-PSM to play its part in giving effect to changes must be seriously questioned. 

Meanwhile, progress made in advancing fiscal decentralization through the 

development of formula based recurrent transfers offers prospects for Councils to have 

greater control over the management of PE and may enable more efficient deployment 

and reward of LG personnel.  

 

A respondent from Human resource and Administration department during interview 

supports by saying that…”Efforts to improve incentives for attracting and retaining LG 

staff have been frustrated by limited progress on nationwide pay reform; the decision 

not to extend SASE to local government and the abolition of the majority of council‟s 

own revenues”.  

 

Overall, local governments today face the same constraints to managing human 

resources that were identified since in the 2001. Conditions of service are set centrally; 

there is little discretion over the size of the establishment; councils have limited power 

over hire, fire and recruitment of key staff. Councils are exposed to centrally-

sanctioned staff transfers and parallel procedures have been put in place for the 

management of teachers. Despite these enduring constraints, progress has been made 

in strengthening the organizational and individual capabilities of LGAs. General 

awareness of reform has also been enhanced across major cadres (councilors, directors 

and senior management, village and ward officials and elected representatives) through 

various training workshops.  
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Another important development has been the finalization of the LG-CDG. This system 

will offer discretionary funding to Councils linked to performance indicators, 

beginning in 2005. This will create a stronger incentive framework for Councils to 

work towards sustained performance improvement. The accompanying Capacity 

Building Grant creates a demand-driven financing facility for systems and HRD, and 

establishes a direct link between capacity building and performance improvement. 

 

4.7.4 Finances and Financial Management 

The findings revealed that, 7 respondents out of 75 respondents accounting 8.9% they 

said that Finances and financial management was a major challenge constrains the 

implementation of administrative decentralization and they suggested the way forward. 

The Government‟s objectives in fiscal decentralization are derived from the Policy 

Paper on LG Reform of 1998 and expressed in Outcome 3 which states that “LGA 

locally generated and centrally disbursed financial resources enhanced and 

management efficiently”. The Outcome statement thus embraces three elements: 

increased LGA own source revenue, including improved tax compliance and 

streamlined and rational tax structure and administration; increased volume, 

transparency and equity in fiscal transfers; and improved financial management issues, 

enabling LGAs to manage increased funds efficiently and transparently. 

 

As mentioned earlier according to the finding , between 80-90% of local authority 

budgets (especially rural authorities) are derived from transfers from the central 

government, while the balance comes from local revenue sources that include fees 

(taxi registration, bus stands, forestry products); licenses (road and liquor); property 

taxes and rents. Government transfers and donor basket funds are the most significant 

income sources for local authorities. The bulk of these resources are conditional grant 
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transfers, which are linked to sector ministries responsible for education, health, water, 

roads and extensions services, which are also the key services provided, by local 

governments. Other smaller transfers are in the form of unconditional grants and 

equalization grants. 

 

Since the 2001, there has been a significant increase in the amount of funds available 

for LGA service delivery. During documentary reviews an indicator of this is the 

increase in the recurrent grants to LGAs, which more than tripled from TZS104.5bn. in 

1998/99 to TZS386.8bn. in 2004/05. However LGA own-source revenues and the 

autonomy to make discretionary decisions and priorities have diminished in recent 

years to the point where the viability and sustainability of the own-revenue system has 

been questioned. The LGA share of the total public expenditure has also remained 

broadly stable. 

 

Whilst the local governments have a clear mandate for service provision in both rural 

and urban areas, their roles are undermined by the dependence on the centre, which 

makes them very weak when it comes to planning and implementation. They have 

limited discretion when the funding is all conditional and earmarked. Urban local 

authorities which are able to generate their own revenues have stronger leverage in 

terms of service provision and have responsibilities met through their own generated 

revenues. Significant progress has recently been made within the area of 

intergovernmental fiscal transfers. Changes in the recurrent grant system should lead to 

a clearer, more transparent and equitable allocation of resources. The impending 

introduction of development capital grants will provide LGAs with discretion to 

address local needs for investments in service delivery, linked to improved incentives 

for LGAs to enhance performance. Finally, there has been a modest improvement in 
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the financial management performance of LGAs, although with considerable scope and 

need for further improvement. 

 

LGRP has addressed several of the fiscal issues identified making a positive 

contribution in: i) preparation of a sound analytic basis for LG financing; ii) the 

development of a formula-based recurrent grant allocation system, initially including 

health and education, and extending to other sectors from 2005/06, iii) the detailed 

design of the LG-CDG system with discretionary non sectoral grants to LGAs for 

investments in improved service delivery, linked to incentives for LGAs to improve 

performance  

 

Various studies and evidence from the field suggest that there has been an 

improvement in the quantity and coverage of the services delivered, especially within 

health and education. The increase in grants to LGAs and various basket-fund 

arrangements have been source of expansion of services. Because of reforms within 

sectors and numerous other programmes, it is difficult to isolate the impact LGRP in 

service delivery. The Programme does not transfer additional resources to LGAs, but 

by improving the LGA performance, and through advocacy for decentralization of 

funds, the Programme plays an essential supporting role. 

 

Reform of the allocation criteria within the recurrent grant system (although not yet 

implemented) will lead to a more needs-based, fair and equal distribution of funds and 

better targeting of poorer areas. LGCDG will significantly increase investment in 

infrastructure and service delivery in priority areas and strengthen incentives for 

efficiency. However major programmes in water, education and agriculture are yet to 

be properly integrated with LG structures and systems and the growth of multiple 

planning, budgeting, reporting and auditing systems through these parallel vertical 
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programmes imposes an unnecessary burden and transaction costs on weak and over-

stretched LGAs. 

 

A key problem in the monitoring of LGA finance has been the weak collection and 

consolidation of LGA expenditure and revenue data. Due to weak capacity in PO-

RALG and different LGA reporting systems, most data analyses are based on sampled 

LGAs. Further, the results from the various benchmarking exercises, audit reports and 

other reviews warrant further consolidation and QA to establish a clearer base-line for 

financial management performance. A future task will be to strengthen the capacity in 

PORALG to collect and process data, and to harmonize and streamline the various 

reporting and assessment tools to be able to track development in LGA performance. 

4.7.5 LGA Management Information Systems 

The study suggest that among 75 respondents, 4 respondents about 6% they mentioned 

local government authority management systems as a major challenge constrain the 

implementation of administrative decentralization. Under decentralization policy, the 

responsibility for most service delivery is at LGA level. At present, many sector and 

donor-financed programmes continue to be implemented in an uncoordinated and 

parallel fashion. This significantly increases the demands on limited LGA staff and 

capacity. The varied planning, monitoring and reporting guidelines for different 

programmes impose acute pressure on LGAs. Attempts have been made to develop 

systems to streamline such requirements and to improve quality. 

 

The Local Government Monitoring Database (LG-MD) has been developed to provide 

essential routine data on service delivery. The database currently has indicators 

covering priority poverty sectors, governance and poverty. LG-MD is integrated into 

Government‟s poverty monitoring system and can be linked to the Socio Economic 
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Database managed by the Bureau of Statistics. The LG-MD can be expanded to 

incorporate new data requirement, which is essential if it is to be accepted and 

internalized by sector ministries. A planning and reporting database (Plan Rep) has 

been developed, which links MTEF planning targets with revenue projections, funds 

received, physical implementation and expenditures. Plan Rep can also be linked to 

Epicor, and will help increase transparency and reduce the workload of LGA staff. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Overview 

This chapter presents the summary of the study, conclusion and recommendations 

springing from the findings guided by the research objectives and questions. The 

chapter is divided into five sections: introduction, summary of the study, summary of 

the findings, conclusions and recommendations which is divided into: policy-based 

recommendations as well as recommendations on areas for further studies. 

5.2 Summary of the Study and Findings 

The present study was designed to examine the effectiveness of local government 

Authorities in implementing administrative decentralization in Tanzania by using 

Mbozi District Council as a case study. It is important to assess the challenges of 

implementing administrative decentralization in order to know if the policy paper on 

local government reforms has achieved the intended objectives. 

 

There were four specific objectives of the study which were set to address the overall 

objective stated above. Firstly, to examine the components of Administrative 

decentralization in Tanzania. Secondly, to examine how Mbozi District Council 

implement decentralization particularly Human resource management. Thirdly, was to 

examine the influence of administrative decentralization in the performance of the 

council. Fourthly, to examine challenges for effective implementation of District 

Council‟s roles. In addressing the above objectives, four research questions were 

devised as follows, first was what constitutes administrative decentralization in 

Tanzania?; the second question was how does human resources management 
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component of administrative decentralization takes place at the District council?; the 

third was what are the influence of politics in the local government performance?; the 

fourth was what are the  challenges of implementing administrative decentralization in 

local government authorities and how can they be addressed? Since the study was field 

based, then the examination of the challenges facing local government Authorities in 

implementing administrative decentralization in Tanzania was done in their natural 

work settings. This study was conducted in Mbozi District Council in Mbeya region. 

The study employed descriptive research design, using semi structured interview, and 

questionnaire survey, as the methods of collecting data from the sampled respondents. 

Regarding to the first specific objective, the study revealed that, the Council have 

limited power politically and economically. This has been given by majority of the 

respondents about 38 respondents which are 58.9% who filled questionnaire and 

interviewed. This means that the Council has limited power and authority in making 

recruitment for their personnel; they have limited power and authority in making final 

decision concerning the use of their resources, accomplishing some of their projects 

and approving their budget and by laws. Therefore, in order to ensure effective 

implementation of administrative decentralization, the Council is supposed to have full 

power and authority politically and economically as stipulated in the policy paper on 

local government reform of 1998. 

In the second specific objective the results of the study indicates that, about 32 

respondents which are 42% said the Council have limited autonomy in disciplining, 

promoting, developing, transferring and firing their personnel. Thus, the power to 

discipline, transfer and firing some of their personnel such as Council Director, internal 

auditors, teachers and Heads of Departments belongs to other institutions but not the 
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Council. For-example Council Director is disciplined and transferred by central 

government (PMO-RALG) and Teachers are disciplined by Teachers Service 

Department. Council is supposed to have autonomy and power to discipline, transfer, 

and fire and promote all personnel working in the Council. This power is given to the 

Council by policy paper on local government reform of 1998 and the Constitution of 

URT of 1977.  Also the findings revealed that, Central government officials have 

strong autonomous over  local government officials during the implementation of 

administrative decentralization, meaning that central government officials have the 

strong say in anything concerning the implementation of administrative 

decentralization which is contrary to the policy paper on local government reform and 

the Constitution of URT as amended time to time. 

 

Concerning the third specific objective, the study findings indicate that, about 39 

respondents which are 52% politics (politicians) in the Council have negative influence 

in the performance of the Council. Thus, politics seems to affect the performance of 

the executives negatively which is caused by low level of education, personal interests 

and political party interests. Also the study revealed that the council has fairly 

influential on the issues related to discipline and transfer of council director and heads 

of departments. Thus, the council can not discipline council director or transfer any 

heads of departments while TAMISEMI seems to have great influential/role {positive} 

in issues related to discipline and transfer council Director and Heads of Departments. 

Therefore, it should be good partnership between politicians and civil servants for the 

effective implementation of administrative decentralization. They are supposed to 

work as a team. 
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The findings in the fourth specific objective revealed that, 35 respondents 46.3% who 

filled questionnaire and some of them were interviewed said that the challenges faced 

were systemic, political and bureaucratic challenges, 17 respondents  22.7% said that 

the challenge faced was Central-local relations; Institutional challenge, 12 respondents 

16.1% cited that it was caused by Human resources challenges, 7 respondents 8.9% 

said that it was caused by Finances and financial managements while only 4 

respondents 6% said it was  Local government authority management information 

system challenge. The study indicates that there is an over assumption that the political 

process which involves the interaction between Councilors and Council management 

on one hand, and Councilors and citizens on the other, would enhance transparency. 

But this is not the case in practice because the interactions with citizens are limited. 

There is considerable confusion about the role of the Regional Administrative 

Secretariats (RAS), the formerly powerful and deconcentrated organs of central 

government, whose role has diminished to that of facilitation, technical advice and 

monitoring. Local government reforms have been reviewed and modified based on 

earlier concerns about complexity and the readiness of some council to engage in the 

process. The results of restructuring have, however, been mixed, though generally 

welcomed by councils. Positively, restructuring has enabled Councils to take greater 

charge of the reform process. It has enabled Councils to build relationships with non-

state partners and to strengthen internal coordination and teamwork. In some cases, it 

has helped boost staff morale and confidence. The findings also suggests that, a 

broader constraint faced by local governments in attracting adequate numbers of 

qualified staff to deliver local government services is their lack of control over local 

government salaries. Providing local governments greater control in determining local 

government salaries -or allowing LGAs to top up the salaries of local government 
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employees within the context of their available resources- would improve the ability of 

local authorities to attract and retain staff, especially in rural and remote parts of the 

country. 

 

Nevertheless, the study observed that central government should give local 

government authorities full power and authority financially and politically as stipulated 

in the policy paper on local government reform of 1998. Thus, there should be 

good/positive political will for the central government to give full power and authority 

to raise and implement development for their people. Also the Council should be given 

power and authority to discipline, promote, transfer, develop and fire all staffs in the 

Council including Council Director and Heads of Departments. 

 

5.3 Conclusion 

From the discussed context of this study, the claim can be made that there has been 

successfully accomplishment of the research objectives. It can, therefore, be concluded 

that local government Authorities in Tanzania have limited autonomous, they have 

limited power and authority in implementing administrative decentralization. Also 

despite of having policy paper on local government of 1998, Councils have limited 

power appointing Council Director and Heads of Departments and employer of all 

personnel. Thus, in order for the Councils to implement well administrative 

decentralization in Tanzania and to solve the challenges facing them to implement 

administrative decentralization, Councils should be given more power and authority 

financially and politically. Also Councils should be appointing authority for Council 

Director and Heads of Departments and employer of all personnel.  
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Several key messages emerge from this review. Firstly, the local government system is 

acknowledged as an important vehicle for establishing the voice of citizens through 

locally elected bodies. Secondly, although accountability is gaining momentum, 

several limitations still inhibit effective accountability in LGAs. Citizens are not fully 

aware of mechanisms at their disposal to enforce accountability and councilors are yet 

to fully grasp the powers given them by the changes in the law. Hence, accountability 

and transparency envisioned by the LGRP are yet to be meaningfully realized. The 

main outcomes of lack of accountability and adequate citizen participation are 

manifested in the service delivery arena where citizen complaints of poor services are 

common.  

5.4 Recommendations 

In this study it has been emphasized that Councils should be given more power and 

authority politically and financially as stipulated in the policy paper on local 

government reform. The council should be appointing authority for the Council 

Director and Heads of Departments. Also the council should be an employer for all 

staffs in the council as policy paper states. Basing on the findings and conclusion of the 

study, recommendations for this research work will appear in two main areas; policy 

related recommendations to revitalize sustainable implementation of the policy and 

research related aspects for further studies. 

 5.4.1 Policy- based Recommendations 

Basing on Mutahaba (1991) argument which is reflected on my conclusion that local 

government Authorities in Tanzania have limited autonomous; they have limited 

power and authority in implementing administrative decentralization. Also despite of 

having policy paper on local government of 1998, Councils have limited power 

appointing Council Director and Heads of Departments and employer of all personnel. 
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Due that and in order for the council to implement well administrative decentralization 

and to reach the target successfully, the government should reflect on the following: 

i) Addressing the challenges that hinder good implementation of 

administrative decentralization. 

ii) Ensuring effective implementation of administrative decentralization, 

there should be positive political will for the central government to give 

full power and authority to the Councils politically and financially. 

iii) There should be no or very minimal interference of politicians over the 

executives. 

iv) Councils should be given power to make recruitment and selection for 

all personnel except Heads of departments and Council Director 

v) Councils should have strong influence on the issues related to transfer 

and discipline of Council Director and Heads of Departments 

5.4.2 Recommendations for Further Studies  

The study recommends for further studies be conducted to enrich the available 

literature on administrative decentralization especially the challenges constrain good 

implementation of administrative decentralization in Tanzania. The areas for further 

studies include: 

 

i) The relevance of policy paper on local government reforms of 1998 the 

implementation of administrative decentralization in Tanzania. 

The policy paper of decentralization by devolution articulated in the policy paper on 

local government reform, which was in line with the constitution of the united republic 

of Tanzania, states that, „the councils will be full responsible for planning, recruiting, 

rewarding, promoting, disciplining, developing and firing their personnel‟. The policy 
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continue by saying that, the councils will be the appointing authorities and employers 

for all local governments personnel ( including teachers, health staffs and agricultural 

staffs) generally on a contract basis. Today in practice, the power of the local 

government authorities towards having fully autonomy to hire and fire their personnel 

is questionable meaning that the councils they don‟t have fully autonomy to recruit and 

fire their personnel as stipulated in the policy paper of decentralization by devolution 

of 1998. Therefore, the study should be done to see the relevance of policy paper on 

local government reform of 1998 in the implementation of administrative 

decentralization in Tanzania now days. 

ii) Central and local relations in the implementation of administrative 

decentralization in Tanzania. 

Central government is supposed to play a necessary role in regulating the environment 

in which local government operate. It has responsible to monitor performance, audit 

account, provide financial assistance where required, supervise elections; detect 

instances of discrimination and violation of human rights (Mukandara, 1998).  The 

data presented in this study indicates that about (51) 68%suggest that local government 

have limited autonomy in implementing  administrative decentralization over the 

central government meaning that it is very dificult for the local government to refuse 

any directives concerned the implementation of administrative decentraization from 

the regional comissioner‟s office or from the ministries. Not only that, but also   from  

that finding it is revealed that  interfearance from the central government is un 

avoidable to the local government since local government authorities have limited 

power and authority both polically, economically and socially. Those powers and 

authority are vested in the central government. Therefore, appropriate study may be 

carried out to identify the areas in which the central government might have to take 



106 

 

special interests and how the central-local relations can be evolved in working together 

in implementing administrative decentralization. 

iii) The effect of political parties in the implementation of administrative 

decentralization in Tanzania.  

According to Hofmeister and Grabow (2011), Political parties are a special form of 

social organization. They should not be confused with associations, federations, and 

social clubs.  Thus, a political party is a team of men seeking to control the governing 

apparatus by gaining office in a duly constituted election.  A party is any political 

group identified by an official label that presents at elections, and is capable of placing 

through election, candidates for public office (ibid). These scholars continued arguing 

that without political parties, a modern representative democracy is not conceivable. 

Only, the parties ensure that the citizens are permanently capable to act politically. 

They articulate and integrate different interests, visions and opinions. They are also the 

main source for the recruitment of political elites.  

 

In order to participate successfully in elections, the political parties have to be the 

voice of broad sectors of society. Associations, social organizations or citizens‟ 

initiatives normally concentrate more on individual and a limited scope of issues. 

Political parties, in contrast, are expected to take positions on all those questions and 

topics that are related to public order and the organization of society. Political parties 

play a significant role in the implementation of administrative administration either 

negatively or positively. Therefore, a study must be conducted to know the effect of 

Political Parties in the implementation of administrative administration in Tanzania. 
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APPENDEX A: 

QUESTIONAIRE 

(To be filled by chairperson, District Director and Head of Departments of the 

Council and supporting staffs of the council) 

Instructions:  Where applicable, please tick or fill in a space provided with a correct 

answer. It is our humbled expectation that you will answer the questions 

and give your opinion as frankly as possible. 

A. PERSONAL IDENTITY  

i. Name(optional): .............................................................................. 

ii. Designation/Title: ........................................................................ 

iii. Department/unit: .......................................................................................... 

iv. District: ............................................................................................. 

v. Sex: (a) Male (........)  (b) Female  (...........) 

B. DATA ABOUT THE CHALLENGES OF IMPLEMENTING 

ADMINISTRATIVE DECENTRALIZATION 

1. When were you employed in the local government Authority? 

a) 1-10 years 

b) 10-20 years  

c) 20-30 years                          (        ) 

d) 30 years and above 
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2. How do you rate your understanding of administrative decentralization? 

Very Good   Good  Fair    Not Really Nothing at all 

     

 

3. How do you rate the power of the council to manage their personnel, allocating, 

reallocating spending and power to make political decision i e bylaws. 

Very 

powerful   

powerful Fairly 

powerful   

Not Really 

powerful 

Not powerful at 

all 

     

 

4. How do you rate the extent of autonomy of the Council in implementing 

administrative decentralization? 

Very 

autonomous   

autonomous  Fairly 

autonomous   

Not Really 

autonomous 

Not autonomous 

at all 

     

 

5 To what extent is council autonomous in making recruitment and selection of 

their personnel? 

Very 

autonomous   

autonomous  Fairly 

autonomous   

Not Really 

autonomous 

Not autonomous 

at all 

     

 

6 If the answer is not really or nothing at all in question 5 above, to what extent 

lack or weak autonomy of the council affect personnel‟s accountability to the 

council? 

Strongly positive   positively  Neutrally   Negatively Strongly Negative 
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7 If the council does not have autonomy in recruitment and selection, to what 

extent it affect the performance of the council? 

Strongly positive   positively  Neutrally   Negatively Strongly Negative 

     

 

8 If the council does not have autonomy to make recruitment currently, when was 

the last time to make recruitment and selection? 

a) 2-5 years back 

b) 5-8 years back 

c) 8-10 years back                  (    ) 

d) 10 years and above 

9 To what extent is the council able to promote, discipline, develop and fire all 

their personnel? 

Very capable   capable  Fairly 

capable  

Not Really 

capable 

Nothing at all 

capable 

     

      

    10 How do you rate the influence/role of council in issues related to discipline and 

transfer of council director and Heads of departments? 

Very 

influencial   

influencial  Fairly 

influencial   

Not Really 

influencial 

Nothing at all 

influencial 

     

 

11 To what extent do TAMISEMI have influence/role in issues related to 

discipline and transfer of council Director and Heads of departments? 

Strongly positive Positive  Neutral   Negatively Strongly Negative 
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12 To what extent is politics influences performance of the council?   

Strongly positive Positive  Neutral   Negatively Strongly Negative 

     

 

13 To what extent are the local government officials having autonomy in 

implementing administrative decentralization over the central government 

officials? 

Very 

autonomous   

autonomous  Fairly 

autonomous  

Not Really 

autonomous 

Nothing at all 

autonomous 

     

 

14 To what extent do you think Mbozi district council have power and 

authority in managing resources and planning for local needs which did not 

had before the implementation of local government reforms? 

Very 

powerful 

and 

authority   

Powerful 

and 

authority  

Fairly 

powerful 

and 

authority   

Not Really 

powerful and 

authority 

Nothing at all 

powerful and 

authority 

     

 

15 How do you rate the power and authority of the council in managing 

resources and planning for local needs after the implementation of local 

government reforms? 
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Very 

powerful 

and 

authority   

Powerful 

and 

authority  

Fairly 

powerful 

and 

authority   

Not Really 

powerful and 

authority 

Nothing at all 

powerful and 

authority 

     

 

16 To what extent do you think the public service employment secretariat will 

improve the recruitment process of civil servants especially to local 

governments? 

To a large 

extent   

To some 

extent  

Fairly 

extent   

Not Really 

extent 

Nothing at all 

extent 

     

  

17 To what extent is the administrative decentralization contributes in 

improvement of public service delivery to people in the council? 

Very Good   Good  Fair   Not Really Nothing at all 

     

 

18 To what extent do you thing the policy paper on local government reform 

has achieved in implementing administrative decentralization? 

Very Good   Good  Fair   Not Really Nothing at all 

     

 

19 What do you think are the major challenges that constrain the implantation of 

administrative decentralization? 

(i) ………………………………………………………………………… 
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20 What do you think should be done in order for the Council to implement well 

administrative decentralization? 

(i) ………………………………………………………………………… 

(ii) ………………………………………………………………………… 

(iii) ………………………………………………………………………… 

(iv) ………………………………………………………………………… 

(v) ………………………………………………………………………… 

 

THANK YOU FOR COOPERATION 
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APPENDEX B 

INTERVIEW GUIDELINES FOR CHAIRMAN, DISTRICT DIRECTOR AND 

HEAD OF DEPARTMENTS OF THE COUNCIL 

1. In your own understanding, what is administrative decentralization? 

      

2. How do you rate the extent of autonomy of the Council in implementing 

administrative decentralization? 

 

3. To what extent is council autonomous in making recruitment and selection of 

their personnel? 

 

4. If the answer is very not really or nothing at all, in question 3 above, to what 

extent lack or weak autonomy of the council affect accountability of the 

personnel to the council? 

 

5. If the council does not have autonomy in recruitment and selection, who is 

responsible for recruitment and selection of staffs in the council? 

 

6. If the council does not have autonomy to make recruitment currently, when 

was the last time to make recruitment and selection? 

 

7. To what extent is the council able to promote, discipline, develop and fire 

their personnel? 

 

8. Which institution is responsible for discipline and transfer the council 

director, and heads of departments 
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9. To what extent is politics influences performance of the council?  (+ve and –

ve)  

                                       

10. To what extent are the local government officials having autonomy in 

implementing administrative decentralization over central government 

officials? 

 

11. To what extent do you think Mbozi district council have power and authority 

in managing resources and planning for local needs which did not had before 

the implementation of local government reforms? 

 

12. Why do you think Mbozi district council have no power and authority in 

managing resources and planning for local needs which did not had before 

the implementation of local government reforms? 

 

13. What do you think are the reasons for formulation of public service 

recruitment secretariat? 

 

14. To what extent do you think the public service employment secretariat will 

improve the recruitment process of civil servants especially to local 

governments? Why?  

 

15. What are the main aspects (areas)/factors are considered in effective 

implementation of administrative decentralization? 

 

16. To what extent is the administrative decentralization contributes in 

improvement of public service delivery to people in the council? 
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17. To what extent do you thing the policy paper on local government reform has 

achieved in implementing administrative decentralization? 

 

18. What do you think are the major challenges that constrain the implantation of 

administrative decentralization? 

 

19. What do you see as a weakness (es) in government decentralization in terms 

of authority and resources to Mbozi district council? 

 

20. What do you think should be done in order for the Council to implement well 

administrative decentralization? 

 

 

THANK YOU FOR COOPERATION. 

 

 

 

 

 

 

 

 

 

 

 

 


