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ABSTRACT 

 

In the public service the government body known as Public Service Commission (PSC) 

is responsible for supervising recruitment and selection and make sure it is merit-based. 

This study evaluated the supervisory function of Public Service Commission in 

recruitment and selection of public servants in Tanzania. 

The specific objectives of this study were as follows: first it was to find out at what 

extent guidelines issued by PSC on recruitment and selection are adhered to PSRS. The 

second objective was to examine the efficiency of PSC in monitoring and evaluation 

towards compliance. Thirdly, the objective was to determine factors hindering 

regulatory measures taken by PSC.  The gap from literature reviews showed that the 

studies ever done on the functions of PSC were based on general service delivery and 

other on the appeal function and others from outside Tanzania. Hence, there is no study 

done before on the supervisory function of PSC in recruitment and selection. 

This study was a descriptive survey design; whereby it involved two public service 

institutions which are PSC and PSRS. The study used purposive sampling. The sample 

size included all PSC officers in concerned departments and officers in PSRS. This 

made the sample size to be 37. In primary data the study used questionnaires and 

interview methods. In secondary data documentary review was used. The data analysis 

methods used in this study was SPSS so to come up with outcome which was 

interpretative. Research findings showed that PSRS adheres to a greater extent with 

recruitment and selection guidelines issued by PSC. The findings also showed that 

PSC’s M and E is less efficient towards compliance with recruitment guidelines. The 

research findings also showed that factors hindering PSC’s regulatory measures against 

violation of recruitment guidelines are as follows: inadequate resources, lack of 

disciplinary powers, structural limitation and lack of autonomy. In policy context, this 

implies that PSC has been given responsibilities without being given authority and 

adequate resources to execute those responsibilities.  
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CHAPTER ONE 

INTRODUCTION 

 

1.0 Introduction 

This chapter introduces the study by providing a definition of key terms, brief 

background on the problem, statement of the problem, study objectives, study questions, 

significance of the study, limitations, scope of the study and theoretical framework.  

1.1 Definition of key terms 

All of the following definitions are according to the Public Service Scheme, (2003) 

unless quoted otherwise: 

Appointing authority ― means a body or organ or a person empowered by the Act to 

make appointments of Public servants in the Service. 

Employer ― means a person or organization, in the public service, with whom a public 

servant entered into a contract of service and who is responsible for the payment of 

salaries of such public servant. 

Public Service Commission ─ means an institution entrusted by Public Service Act no. 

8 of 2002 and its Amendments Public Service Act no. 18 of 2007 to ensure merit-based 

recruitment and selection in the public service. 

Public Service Recruitment Secretariat ─ means an institution entrusted by Public 

Service Act no 18 of 2007 (Amendments) to conduct recruitment and selection in the 

public service. 

Public service ― means the system or organization entrusted with the responsibility or 

overseeing the provision or directly providing the general public with what they need 

directly from their government or any other institution on behalf of the government as 

permissible by laws. 

Public servant ― means a person holding or acting in the public service office. 

Recruitment ― is the process of searching for prospective employees and stimulating 

and encouraging them to apply for jobs in an organization (Gupta, 2006). In terms of 
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Tanzania public service prior to recruitment there must be employment permit from PO 

PSM. 

Selection ― is the process of choosing the most suitable persons out of all the job 

applicants (Gupta, 2006).  

1.2 Background information 

1.2.1 Recruitment and selection before formation of PSC 

Recruitment and Selection can not be undermined in any organization or public service 

in general. This is because it is the source of capable and competent staff which can 

produce desired results in their duties. On the other hand productivity will be increased 

and economic growth shall be realized. One among the factors in developing countries 

which caused stagnation in economic growth more than a decade ago was low emphasis 

on meritocracy in recruitment and selection. This is supported by World Bank, (1997) as 

quoted by Therkildesen, (2010) which stated that “meritocracy has not yet become 

established in many countries. Instead the state has often become a massive source of 

jobs, with recruitment based on connections rather than merit”. Interestingly, this 

resonates well with opinions expressed by the government in Tanzania. The connections 

expressed here resulted from ethnicity, social affiliations, politics and corruption. This 

experience indicates that candidates have been recruited based on who they know or 

affiliated to in the public service, of whom is an influential political figure or senior 

official. This implies that sometimes employers have been bribed so to recruit less 

merited staff in the public service. This is supported also by the new public service 

management and employment policy, which states that:  

For quite sometime now, the public service have been viewed as a liability to the 

tax payer rather than an asset. This is because low productivity, erosion of work 

ethics, indiscipline, blatant violation of rules, regulations and procedures, weak 

control of public service by the government and corruption by civil servants have 

been observed as common features in the service (President’s office, 1999;10). 

 

Recruitment practices in the Tanzania civil service before year 2000 were based on the 

optimistic employment (Lalika, 2006). This means that there were no clearly defined 
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procedures in recruitment process and no open competition among candidates, but rather 

there was supply driven recruitment policy. This was also the period where by Tanzania 

public service experienced poor performance which started in 1970’s. Poor performance 

in the public service caused improperly planned employment opportunities which led to 

biasness in recruitment. Lalika, (2006) in his findings commented that recruitment 

tended to desire to people whom the personnel managers, chief executive officers and 

other influential bureaucrats know as a results less qualified candidates were employed 

may be through corruptions. Hence, such unfavorable conditions led to problems in 

recruitment practices including the following as paraphrased from the PSM and EP 

(1999): first, the basis for recruitment and appointment in the public service was not 

competence or ability, hence there was no mechanism in the supply driven recruitment 

policy for selection of better university graduates and the school leavers, leaving out the 

incompetent ones. Second, there was no transparency in the government recruitment 

committees called KAMUS in their way of recruitment in such a way that it limited 

effectiveness of management on employment decisions. Lastly, determination of 

vacancies had no specific criteria and thus employment was done filling in vacancies 

which were not properly determined. 

 

This is in fact that the situation in the public service during the previous time was worse 

and discouraging to the public in its entirety. Although there was civil service Act of 

1989 by that time which guided recruitment and selection but it did not pace up with 

demanding changes in public service. This situation compelled Tanzanian government to 

intervene and come up with effective reformation, which would improve the situation, 

and make recruitment in the public service open, fair and merit-based, hence restore 

confidence of the public and cope with the rest of the world. The efforts made by the 

government began late in 1990’s. At this time the Tanzanian government introduced 

Public service management and employment policy of 1999 which its aim was to 

introduce principles, ethos and practices useful for transformation of the public service 

of Tanzania to a highly performing and dynamic meritocracy.  
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1.2.2 Recruitment and selection after formation of PSC 

The public service management and employment policy of 1999 led to formation of PSC 

which would ensure compliance of appointing authorities in recruitment and selection 

process in public service. After PSC started operating there had been reported that 

violation of rules and regulations guiding recruitment and selection still happens. PSC 

(2010) reported that seventeen percent of public service institutions practiced unmerited 

recruitment and selection. These acts were like selection of candidates without interview 

and no open competition among candidates. In later years the situation still persists. For 

example, PSC (2011) reported that public servants lamented on violations of recruitment 

and selection policies like candidates were interviewed without applying for the job.  

1.3 Statement of the problem 

Public Service Commission ensures that PSRS and Appointing authorities comply with 

rules and regulations guiding management of human resources. Despite good intention 

of the Tanzanian government to put in place a body which would oversee the actions of 

appointing authorities, still there are cases that rules and regulations guiding recruitment 

and selection in the public service are violated. For example, PSC (2010) revealed that 

in twenty seven institutions among one hundred and sixty one where normal compliance 

inspection was done, there were cases of violation of rules and regulations guiding 

recruitment and selection. These cases involved candidates being recruited without 

having required merits on particular job. Also it was reported that candidates were 

selected without being interviewed, hence there was no open competition. 

 

PSC, (2011) also revealed that in special compliance inspection which is the result of 

complaints from thirty three public servants, twenty institutions were inspected. In this 

exercise the following violations of rules and regulations guiding recruitment and 

selection were detected: first, servants from ministry of health were employed without 

having identity of registration and license from their academic board. Second, is that 

candidates were interviewed without applying for the job and without having the 
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required merits concerning the job. Third, it is that employed candidates were confirmed 

in their positions without reference from records of their performance or OPRAS.  

 

Apparently, these reports on non-compliance have been progressive. This provides a 

challenge to PSC as a regulator on which has obligation of ensuring compliance. In 

principal, these violations should not be progressive since the role of PSC involves 

putting an end to the violations through regulatory measures. This is because PSC is 

entrusted regulator’s powers from Public Service Act no. 8 of 2002 and its amendment 

Public Service Act no. 18 of 2007 and in fact this is the principal Act governing Public 

Service. Section 10(1) of this Act mentions the core functions of PSC, which are to issue 

guidelines on management of human resources, monitoring and evaluating the 

compliance of PSRS or appointing authorities on rules and regulations guiding human 

resources through compliance inspection, and taking regulatory measures on deemed 

situations. Hence, this study evaluates supervisory function of PSC in recruitment and 

selection of public servants in Tanzania.  

1.4 Objectives of the study 

 1.4.1 Main Objective of the study 

The main objective of the study is to evaluate on supervisory function of Public Service 

Commission in recruitment and selection of public servants in Tanzania.  

 1.4.2 Specific objectives of the study 

i. To find out at what extent Public Service Recruitment Secretariat adheres to 

recruitment and selection guidelines issued by PSC. 

ii. To examine the efficiency of monitoring and evaluation of PSC towards                             

compliance with guidelines on recruitment and selection. 

iii. To determine factors hindering regulatory measures taken by PSC against 

violations of guidelines on recruitment and selection.  



6 

 

1.5 Research Questions 

i. To what extent does Public Service Recruitment Secretariat adhere to 

recruitment and selection guidelines issued by PSC? 

ii. How efficient is PSC in monitoring and evaluation towards compliance with 

guidelines on recruitment and selection? 

iii. What are the factors hindering regulatory measures taken by PSC against 

violations of guidelines on recruitment and selection? 

1.6 Significance of the study 

The findings of this study have brought to light the following: 

To the Public Service Commission: This study will help the Commission to know 

ways of improving its supervision after knowing its achievements and shortcomings.   

To the Government: The study will help the government to know what factors 

hindering supervision of PSC in recruitment and selection, hence may come up with new 

policies which will make PSC supervision effective. 

To Mzumbe University: The research report will add to knowledge bank of the 

University and thus give  opportunity for current and future students to consult it for 

references and further research to be made thereafter. 

1.7 Limitations of the study 

The researcher had been confronted by a number of challenges while conducting 

research. The following are the limitations: 

Data collection methods. Due to its sensitivity, this study did not get some useful 

documents which would support primary data due to their confidentiality. Some of the 

questionnaires were not returned due to the reason that such respondents were too busy. 

It had been hard also to get some heads of department due to their tight timetable. 

1.8 Scope of the study 

The scope of this study is limited to evaluation of supervisory function of Public Service 

Commission in recruitment and selection of public servants in Tanzania. The focus of 

the study was on PSC departments of civil service and local government service because 
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are the category of service which formal recruitment processes are applied. The other 

department involved was monitoring and evaluation because it is the coordinator of 

compliance inspection. The study also involved PSRS which is the practitioner of 

recruitment and selection.   

1.9 Theoretical framework 

NOUN, (2011) defined supervision as “the art of working with a group of people over 

whom authority is exercised in such a way as to achieve their greatest combined 

effectiveness in getting work done”. It involves the provision of administrative 

leadership, guidance and delegation of authority necessary for the satisfactory attainment 

of both organization objectives and employees’ goals. Traditionally the supervisor 

defines standards and regulates rewards and punishments. He interprets government 

policies, coordinates budget and gives enough room for the individual worker to perform 

the task of his job. The two major functions of supervision are therefore task orientation 

(direction and organization of activities), and concern for employees (motivation of 

employees and management of work groups). Supervision is a purposeful activity. This 

purpose makes it imperative for certain necessary principles to be applied.  

 

In order to achieve effective supervision the following principles need to be applied: first 

it is clear understanding of the objectives and roles of supervision in the whole 

organization by all extension staff. Second it is that a supervisor must have authority to 

carry out responsibilities. Third, supervisory role must be democratic, and exercise of 

authority should only take place when situation demands. Fourth, supervisor must be 

confident, shows enthusiasm and takes initiative in directing the efforts of others in 

striving towards organization objectives. Fifth, it is delegation of appropriate authority to 

individuals who are in the best position to make decisions appropriate at that level. 

Lastly but not least, vertical and horizontal communication must be maintained between 

supervisors and those with whom they work. The roles of supervisor have also been 

identified as follows: first it is coordination of staff and work in different locations and 

at different levels of the organization. Second, it is to provide information and 
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communication link between supervisees and management. Third, it is interpreting 

programs and project policies at intermediate level and providing information for policy 

formulation at management level. Fourth role is monitoring and evaluating production 

and performance of staff and project. Fifth role is planning staff development and 

training programs. Sixth and last role is to apply sanctions, rewards and punishments 

where necessary to ensure compliance and performance in accordance with agreed 

standards.  

 

In evaluating supervisory function of Public Service Commission in recruitment and 

selection of public servants, some independent and dependent variables are identified. 

The independent variable is Public Service Commission. The dependent variables are 

recruitment and selection guidelines, monitoring and evaluation and regulatory 

measures. In explaining these variables reflecting the above supervision principles, it is 

that PSC is the supervisor. Hence, PSC role is to establish standards and objectives 

through issuance of recruitment and selection guidelines. PSC also fulfills its role by 

doing monitoring and evaluation to measure performance and results. Lastly, PSC 

fulfills its role of exercising authority by applying sanctions, rewards and punishments 

where necessary to ensure compliance through regulatory measures. PSRS/appointing 

authorities are the supervisees. These are the one who implement recruitment and 

selection process, and are bound by the law to adhere with guidelines issued by PSC.  

 

Accordingly, if PSC fulfills all of its roles effectively as per principles of supervision, 

then compliance on rules and regulations in recruitment and selection will be achieved 

along with other intended goals. Conversely, if one of the PSC roles is not fulfilled 

effectively then there would be non-compliance of rules and regulations and non-

achievement of intended goals.   
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.0 Introduction 

This chapter covers theoretical and empirical literature review by exploring the books, 

reports, researches and government policies and come up with the broad picture on this 

study. The chapter ends up by synthesizing the concepts and identifying the study gap.  

2.1 Theoretical literature review  

2.1.1 Public Service Commission of Tanzania  

Public Service Report, (2004) revealed that as part of modernizing HR management, the 

government passed the Human Resources Management and Employment Policy in 1999 

and in 2002 it passed a new Public Service Act. The Policy, the Act, and its subsidiary 

regulations are intended to reinstate meritocracy in the management of human resources 

in the public service, which had deteriorated over the last two decades. Just as the 

Controller and Auditor General investigates adherence to accounting norms, just as 

PMO-RALG assesses adherence to Local Government regulations, and just as the newly 

constituted Procurement Authority gauges adherence to procurement procedures, the 

Public Service Commission measures compliance to HR management principles (such 

as fair recruitment and selection). Instituting compliance inspection and reporting to 

Parliament and the President is intended to improve the overall management of Human 

Resources within Government.  

  

The Public Service Commission (PSC) was established in accordance with the Public 

Service Act No. 8 of 2002 and became operational on 7th January 2004. It is noted that 

the creation of the PSC is one of the efforts to implement the Public Service 

Management and Employment Policy endorsed by Government in 1999
1
. The aim is to 

bring about fundamental shift in the management of the Tanzania Public Service, 

                                                
1 Website: www.psc.go.tz 
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especially in the management of employees as Human Resource Management (HRM) 

replaces the existing "personnel administration concept". The Public Service 

Management and Employment Policy (1999) established the PSC with the aim to focus 

on the following challenges which faced the government in relations to its workforce: 

first it is to enhance productivity and improve quality of outputs. Second it is to ensure 

strict adherence by public service providers to laws, regulations, ethics and procedures. 

Third it is to improve supervision of workers. Fourth it is to ensure transparency, 

openness and fairness in the Public Service. The fifth reason was to ensure promotions 

and recruitments are based on merit. Sixth and last was to put in place output oriented 

evaluation procedure. This is to say that the PSC is the government body which 

supervise and control public service institutions in making sure that they provide quality 

service and adhere to rules, laws and regulations guiding human resources management. 

Hence, basing on the fifth function of ensuring recruitment based on merit, PSC is also 

the body which public servants can submit their grievances in case appointing 

authorities do not do justice in recruitment and selection.  

 

The strategic plan of PSC issued in 2005, stated that vision and mission will be achieved 

in identified six key results areas (KRA) namely; first plan is for public servants to make 

use of an appeals system which is timely, impartial, cost effective, accessible, 

transparent and creates the right results. Second plan is for public employers and 

employees comply with HR rules and regulations and individual public servants meet 

established performance standards. Third plan is in appointments, confirmations and 

promotions undertaken meritocratically in the public service. Fourth plan is on capacity 

of public service commission to perform its roles and functions. Fifth plan is for PSC 

employees to be highly skilled, motivated, knowledgeable and confident. Sixth plan of 

PSC is for finances to be managed soundly with accountability.  

2.1.2 Public Service Recruitment Secretariat (PSRS) 

According to amendments made to the public service Act no 8, 2002 in public service 

Act no 18, 2007 the functions of recruitment done by public service employers and 
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appointing authorities were shifted to the public service recruitment secretariat as per 

section 29 (6). This section stipulated that the functions of this secretariat shall be: first 

to search for various professionals with special skills and prepare a database of such 

professionals for ease of recruitment. Second is to register graduates and professional for 

purposes of ease of references and filling vacant posts. Third is to advertise vacant posts 

occurring in the public service and engage appropriate experts for purpose of conducting 

interviews. Fourth is to advise employers on various matters relating to recruitment. In 

contrast, PSC has the function of ensuring that the process of recruitment and selection 

done by PSRS is merit-based. This also means that all policies and procedures guiding 

recruitment and selection are observed. Hence, the function of PSC in regulating 

recruitment process is largely done against the PSRS and partly against other appointing 

authorities.  

At this juncture, let’s look at experiences from other countries on public services 

commissions. 

2.1.3 Operations of other Public Service Commissions in the World 

The functions of PSC in different countries in the world do not differ much, though there 

are some slightly differences in their operations depending on the particular country’s 

law it commissioned. For instance Bangladesh’s Public Service Commission is a 

constitutionally mandated custodian of merit-based recruitment to the civil service 

(World Bank, 2012). In practice, this body however is perceived to be a weak 

organization that has not always well-managed the recruitment process, the view which 

is similar to Tanzania’s PSC. The Bangladesh PSC has been criticized for politically-

based appointments of its members. Other criticisms were on examinations 

irregularities, including leakage of questions papers of the civil service examinations 

used for interviews of job applicants. This means Bangladesh PSC has a role of 

preparing examinations, different from role of Tanzania PSC which prepares only 

guidelines for recruitment and selection. Although Bangladesh’s PSC is a 

constitutionally mandated body, it does not enjoy much credibility. This is because; it is 

treated as an attached department of the Ministry of Establishment with which it needs 
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to liaise for administrative purposes. This causes limitations on its independence. This 

case is somehow similar to Tanzania PSC which its budget is administered from 

Ministry of Establishment. The World Bank document continue saying that PSCs should 

have common administrative traditions where the appointed executive is meant to be 

permanent, politically neutral and unaligned to any particular political party or group of 

elected officials. A PSC forms a critical piece of the Public Sector’s good governance 

framework by providing a check and balance between the government’s interest and its 

employee’s interests.  

 

World Bank, (2012) commented that in recruitment, which is an important element of 

civil service management, the PSC protects the government’s interest by selecting the 

best among available candidates for a particular position. It protects the employee’s 

interests by preventing patronage considerations from determining the choice of 

candidate. Apart from this central role in recruitment, PSCs oversee whether or not the 

executives manage civil servants according to law and in compliance with policies set by 

the Government. As in the case of recruitment, PSC’s oversight prevents the executive 

from making partisan and arbitrary decisions in civil servants’ promotion and 

punishments. Since PSCs typically advice and oversee the executive they tend to remain 

independent of it and at arms length from it. Some PSCs do not report to either the 

cabinet or to any minister, but directly to parliament. Others that are within the executive 

are set up outside the line structure of ministries and departments.  

  

In view of Nigeria experience, Babaru, (2003) presented that as part of the reforms, 

section 153(1) d of the 1999 constitution of the Federal Republic of Nigeria has vested 

in the Federal Civil Service Commission (FCSC) the powers to appoint persons to 

offices in the Federal civil service and to dismiss and exercise disciplinary control over 

persons holding such offices. The Commission comprises of a chairman and fifteen 

commissioners who are appointed by the President subject to senate approval. 

Appointments into the federal civil service are done through recruitment, transfer and 
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secondment. Section 170 of 1999 constitution empowers the Commission to delegate 

any of its powers and functions in order to guard against possible delays and allow for 

the devolution of administrative powers in view of the crucial role the Commission is 

expected to play as a regulatory authority of the federal civil service. Though the 

Commission delegates powers to ministries and extra-ministerial departments to recruit 

junior staff to posts graded GL 01-06, it has the reserved right to exclusively appoint the 

entry grades of senior staff on GL 07-10. Appointment to posts graded 12-14 are done 

directly by the Commission after due advertisement as the need arises and appointment 

of directorate staff, which is GL 15-17 is made by the Commission in consultation with 

the head of the federal civil service and in response to advertised vacancies. The Nigeria 

Federal Civil Service Commission as it is known unlike Tanzania PSC has double roles 

of conducting recruitment and at same time as regulatory authority towards ministries as 

delegates and civil service in general.  

 

In experience from state of Canada, its PSC has undergone several transformations since 

it was formed in 1908, so to bring efficiency and effectiveness and at the same time meet 

demands of the public. Juillet and Rasmussen, (2008) mentioned that Canadian PSC was 

created for the purpose of eliminating patronage by establishing a system of competitive 

examination for recruitment and promotion on the basis of merit. This meant to put in 

place an independent public service that would improve the quality, fairness and 

morality of government and providing equal opportunity to employment for all 

Canadians. Another value which Canadian PSC stands for is political neutrality. Public 

servants are required to base their decisions on their professional skills instead of 

political influence. The president and members of Canadian PSC are nominated by the 

parliament and appointed by government. The government can remove them only on the 

request of the parliament. This emphasizes principle of check and balance in the state. 

Juillet and Rasmussen, (2008) continues saying that the role of Canadian PSC is to 

oversee the executive in all matters concerning human resource management and give 

their audit reports to the parliament.  This makes Canadian PSC to be a parliamentary 
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agency which enjoys independency from the executive. The Canadian PSC apart from 

being an overseer to executive in matters of human resource management it has been 

given statutory powers to conduct recruitment in situations where executive fails to do 

properly. Hence the statutory also identifies PSC to be an exclusive staffing authority in 

the public service. Meanwhile, the PSC has no direct authority over government 

departments which display incompetence, defective system and abuse of discretion. The 

exclusive power which is enjoyed by PSC is to take into tasks all malfunctioning 

departments by tabling audit reports before the parliament. This way of conduct has 

been criticized that it makes the Commission weak in ensuring strict adherence to the 

principle of merit. Another challenge facing Canadian PSC is allocation of its budget 

whereby it requires them to negotiate with the executive which is the employer of the 

public servants; this makes PSC uncomfortable and low in confidence.  

 

In Singapore, its PSC was established with the aim of keeping politics out of the civil 

service and meet staff requirements of the government in accordance with the merit 

principle (Quah, 2010). Singapore PSC is known also as the gate-keeper to the civil 

service because it controls the quality of personnel entering the civil service by keeping 

the rascals out and attracting the most qualified candidates to apply for civil service 

positions. Singapore PSC is an executive body, but it has delegated several of its 

functions including recruitment and promotion to the personnel boards so to concentrate 

on exercising its regulatory authority in the civil service. PSC members are appointed by 

the president in consultation with the prime minister. Hence this Singapore PSC is an 

independent and neutral government body.  

 

In looking into broad perspective the different reviewed states’ PSCs, it is apparent that 

some do not enjoy independence and neutrality, though it is a statutory mandate. This is 

because the PSCs which are part of executive can not exercise their powers to the fullest 

due to indispensable influence of executive. The issue of check and balance is not 

effected in this structure. Canadian PSC among all other PSCs is the modernized since it 
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enjoys greater independence and neutrality due to the fact that it is a parliamentary 

agency and in no way can be influenced by the executive, though some few challenges it 

faces on budgetary allocation.  

2.1.4 Recruitment and Selection Concepts 

For a company or organization to stay competitive it must recruit and retain an efficient 

and effective team of employees. Hence efforts are to be made to get right people in the 

right jobs at right time. Although recruitment and selection process work hand in hand, 

in so far you can not have one without the other. Pynes, (2004) defined recruitment as 

the process of attracting qualified candidates for applying vacant positions within an 

organization. Selection is also defined as choosing of suitable candidates by means of 

the recruitment process. In order for selection to occur the number of available 

candidates must be more than the number of people to be hired unless otherwise there is 

no real selection (Mathis and Jackson, 1999). If the number of available candidates is 

equal to the number of people to be hired then choice is considered already being done. 

The logic behind here is that an organization is keen to acquire best candidate(s) after 

stage of competition. In order for proper recruitment and selection to be done there must 

be a process involved. In the words of Greener, (2010) the first step in recruitment is job 

analysis, where by tasks are identified for a new recruit to undertake. Job analysis will 

result into job description and person specification.  

 

Rusell, (2012) defined job description as the duties in the role the employee will be 

expected to undertake while person specification is the attributes and skills of the person 

needed to perform those duties. These two documents are literally helping to write job 

advertisement, guide short listing and preparation of interview questions. Greener, 

(2010) continue saying that second step in recruitment is deciding on whether to recruit 

from within or outside the organization. After the decision is made then the recruitment 

advertisement shall be prepared. The next step after advertisement is to screen out the 

job applicants by short listing. The next step after short listing is to conduct interviews 

which will determine the best candidate to be selected. These steps are generally 
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fundamental in recruitment and selection and are usually included in policies and 

procedures whenever formal recruitment and selection is practiced.  

 

In Tanzania context, recruitment and selection in the public service is done by PSRS on 

behalf of employers and appointing authorities. The recruitment policies of the soil 

demand merits to be observed in the process. This is because merits determine good 

performance and creativity. Due to this sensitivity, the task of recruitment is not left 

alone to PSRS and employers’ discretion, the reason of which there is a watchdog to 

oversee their actions and make sure that they implement the process to meet public 

service objectives and do not abuse their powers or act towards their own interest. This 

watchdog is known as Public Service Commission (PSC). 

2.1.5 Recruitment and Selection Guidelines (Policies and Procedures in Tanzania) 

Guidelines are defined as rules or instructions that are given by an official organization 

telling you how to do something, especially something difficult (Oxford Dictionary, 

n.d). Policy is a statement and a predetermined guideline that provide direction for 

decision making and taking action (Aghedo and Maimako, 2010). Procedure defined as 

a series of related tasks that make up the chronological sequence and the established way 

of performing the work to be accomplished (Aghedo and Maimako, 2010). Procedures 

are the one which indicate how a policy should be implemented and carried out. 

Tanzanian public service is guided by several policies regarding recruitment and 

selection of public servants. These policies include Standing Orders of 2009, Public 

Service Regulations of 2003, Scheme of Service no. 9 of 2002 and Public Service 

Management and Employment policy of 2008.  

 

For instance, section D1 to D37 of standing orders of 2009 highlights that in the first 

place appointments are to be based on estimates and approval from permanent secretary 

(Establishment). Also this section mentions who are to be appointing authorities in the 

public service. The section continues mentioning that selection of the candidates in 

different posts in the public service shall be based on merit, which means the appointing 
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authority shall have regard to the efficiency of the service, eligibility and suitability of 

the appointments, preference also shall be given to the citizens of Tanzania. The section 

makes clear that in notification of vacancies the appointing authority shall consider 

whether the vacancy be filled by promotion of a public servant or be filled by transfer 

from another organization within the public service or be filled by inviting applications 

for the post by advertising the vacancy within or outside the Tanzania. The 

advertisement of vacancies shall be made public and the selection of candidate shall be 

based on results of open competition.  

 

In particular, Public Service Regulations of 2003 also mentions policies and procedures 

on recruitment and selection. Section 11 (1) of this Regulation state that applications for 

appointment to vacant posts other than those which appointing authority is the president 

shall be invited by public advertisement in the United republic in such manner as may be 

determined by the Commission in consultation with the appointing authority, provided 

that such advertisement is not discriminative based on gender and disability.  Section 12 

(1) of this Regulation also state that selection of candidates in different posts in the 

public service shall be based on merit, through an open competition by conducting 

interviews. Subsection 2 states that the Public Service Commission shall prepare and 

issue guidelines to be followed in conducting interviews, and shall conduct interviews 

for appointments in the Public Service, so as to ensure objectivity, consistency and to 

attain the right qualities of the applicants.  

 

However, the amendments of Public Service Act no. 18 of 2007, section 29 makes PSRS 

an organ of advertizing vacancies, conducting interviews and make selection in the 

public service and the Commission remains with the powers of overseeing the 

compliance of rules and regulations and issuance of guidelines. Under this Act PSRS is 

presumed as among appointing authorities. Section 12(4) of Public Service Regulation 

of 2003 provides that in selection, candidates having same degree of preference, 

qualifications and experience, proved merit and suitability for the posts in question shall 
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be accorded greater weight than seniority. The subsection 5 emphasize that after 

selection a candidate has to undergo medical examination to prove his medical fitness or 

otherwise. Government Scheme of Service no. 9 of 2002 is the document which displays 

each and every cadre in the public service and its required merits for a candidate to be 

recruited and selected. The public service management and employment policy of 2008 

mentions that recruitment in the public service will be based on open competition with 

exception of few cadres which are doctors and teachers, whereby their demand is very 

high in relation to their supply. The policy also makes clear that in appointments first 

consideration will be for those in the public service before getting those outside the 

public service. These all policies stated above are turned into series of steps which form 

guidelines issued by PSC to PSRS and appointing authorities who are bound to adhere 

with them in recruitment and selection process. 

2.1.6 Monitoring and Evaluation (M and E) 

Kusek and Rist, (2004) defined Monitoring as a “function that uses the systematic 

collection of data on specified indicators to provide management and the main 

stakeholders of an on going development intervention with indications of the extent of 

progress and achievement of objectives”. Evaluation is also defined as “the systematic 

and objective assessment of an on going or completed project, or program, or policy 

including its design, implementation and results” (Kusek and Rist, 2004). The aim is to 

determine the relevance and fulfillment of objectives, development efficiency, 

effectiveness, impact and sustainability. An evaluation should provide information that 

is credible and useful, enabling the incorporation of lessons learned into decision making 

process. Kusek and Rist, (2004) continues saying that Monitoring gives information on 

where a policy, program or project is at any given time (and over time) relative to 

respective targets and outcomes. It is descriptive in intent.  

 

Evaluation gives evidence of why targets and outcomes are or are not being achieved. It 

seeks to address issues of causality. Evaluation is a compliment to Monitoring in that 

when a monitoring system sends signals that the efforts are going off track, then good 
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evaluative information can help clarify the realities and trends noted with the monitoring 

system. For example if annual performance information is presented by itself (in 

isolation) without the context and benefit of program evaluation, there is danger of 

program managers, legislators and others drawing incorrect conclusions regarding the 

cause of improvements or declines in certain measures. There is a need to stress for good 

evaluative information throughout the life cycle of an initiative and not just the end to 

try and determine causality. This is to say that Monitoring provides the data on how the 

situation and the trend of performance is, while Evaluation provides with the causes of 

deviations or achievements and what are the steps which will bring improvements.  

 

In order to achieve intended goals and provide efficiency, Monitoring and Evaluation 

should be result-based. This means there should be a feedback system which aims at 

improving ways of achieving results. This is supported from the words of Kusek and 

Gorgens, (2009) which say that “as demands for greater accountability and results have 

grown, there is an accompanying need for useful and useable results-based monitoring 

and evaluation systems to support the management policies, programs and projects”.   

 

In Tanzanian Public Service Commission context, M and E is done through the method 

commonly known as Compliance Inspection. Public Service Report, (2004) defined 

compliance inspections as “independent, unbiased assessments as to whether legal and 

administrative procedures are being followed”. The report further stated that the 

foundation of the inspection is the concept of supporting “evidence”, which is used to 

verify compliance. Evidence typically consists of records and documents, though in 

some cases it may extend to physical verification. When undertaking compliance 

inspections, a lack of evidence is equated with a failure to comply. As with accounting 

audits, the burden of proof is upon the inspected party, so as in compliance inspection 

the provision of evidence is the burden of PSRS/employer/appointing authority. 

Compliance inspections provide an indirect measure of policy relevance and execution. 
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Low compliance may indicate that policies or rules are deemed non-implementable by 

day to day users. 

 

Adherence to process or procedures may not necessarily lead to efficient outcomes. For 

example, the selection of a contractor to construct a road may have followed all 

procurement regulations, yet the road may have been built poorly or may have been 

better constructed by a different contractor. Results (or outcomes) may diverge from 

process for a number of reasons, including human error, unforeseen circumstances, 

irrelevant procedures, or the manipulation of process. At times the letter of the law, but 

not its spirit may be obeyed. This is why inspection should go hand in hand with 

provision on awareness of intended outcomes. The inspections themselves involved 

converting rules and regulations into a series of key steps and then devising evidence 

based tests as to whether each step was being adhered to. For example, a key step in the 

recruitment process is the advertisement of a vacancy. The evidence for this step would 

be a copy of a newspaper advert, found in the files of the employer.  All these facts 

about compliance inspections are to be observed and taken care of by PSC in fulfilling 

its duty of doing inspections on PSRS.  

2.1.7 Regulatory Effectiveness 

Regulatory means having the power to control an area of business or industry and make 

sure that it is operating fairly (Oxford Dictionary, n.d). A regulatory body needs to 

operate in a certain favorable environment. This means in order for it to achieve the 

intended targets, no influence has to interrupt its operations. Estache, (1997) describes 

that for a regulatory agency to operate effectively there must be essential elements like 

independence, autonomy, expertise and accountability. The author continues saying that 

for achieving independence regulators need to operate freely from political pressures; 

from ministries and from the regulated enterprises, private or public. Here the view is 

also that members of regulatory body should be appointed on the basis of professional 

rather than political criteria and should have formal protection from arbitrary removal 

during their term. In addition, the appointment should involve both executive and the 
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legislature to ensure proper checks and balances. The other essential element for 

regulatory body is autonomy. To be autonomous, regulatory agencies must first have 

their own resources, from their own funding sources. Relying on budgetary transfers 

controlled by politicians is often viewed as a threat to regulator’s independence. Cutting 

their allocation would be an easy way to reduce their effectiveness. The most common 

method of funding is through levies on the regulated services. These levies can be 

viewed as user fees for the protection services provided by the regulators. But autonomy 

must go beyond financing. Regulators should also have autonomy in staffing, so that 

they can recruit staff with high levels of expertise. Achieving staffing autonomy in 

regulatory agencies often requires exempting them from civil service salary and 

recruitment rules. It may also mean allowing them to recruit external consultants.  

 

The third essential element is accountability. This requires transparency in regulatory 

agency’s decision making process. It also requires clear, simple procedural rules. Most 

important are: rules setting deadlines for decisions, rules requiring detailed justifications 

and non-political reviews of decisions. It also requires processes to ensure that all 

concerned parties have the opportunities to express their views in public hearings and to 

appeal decisions and also rules to permit the removal of regulators in case of proven 

misconduct. Mustapha, (2002) added that to achieve effectiveness a regulatory authority 

must have enforcement powers. This means it must have teeth. That requires not only a 

clear, delineation of its enforcement powers but also the ability and willingness to 

exercise its authority and enforce its decisions. Regulators need the power to gather 

information and thus reduce their information disadvantage relative to regulated 

companies, to institute safeguards against anticompetitive behavior, to implement rules 

for arbitration and dispute resolution, and to award and enforce punishments. 

Objectively, this is how regulatory authorities should conduct themselves in order to 

achieve results and become effective. In Tanzanian Public Service Commission context, 

section 28 of public service scheme of 2003 provides that in order for commission to 

exercise its regulatory authority it has to make all executives account for their 
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performance and in case they consistently fail to comply with commission’s instructions 

then commission reports to the chief secretary for disciplinary actions.  

2.1.8 Synthesis on theoretical literature review 

In covering theoretical literature review, the researcher passed through the policies 

which started PSC, in efforts of reforming the public service especially on merit-based 

recruitment. It is also observed that PSC has been given regulatory powers by Public 

Service Act no. 8 of 2002 on issues relating to management of human resource 

particularly on recruitment and selection in case of this study. Its members are appointed 

by the President. The law also requires PSC to be an independent and neutral body 

within executive. At present the body entrusted to conduct recruitment and selection on 

behalf of appointing authorities is the PSRS. The literature also surveyed on operations 

of different PSCs in the world and sees their purpose, functions, structure along with 

their achievements and challenges they face in supervising recruitment and selection. In 

all discussed PSCs except that of Canada seem to be independent departments within 

executive. It is apparent that this structure makes them to be ineffective since they 

supervise institutions which are part of the very same executive. The Canadian PSC 

enjoys independency and neutrality to the greater extent simply because it is a 

parliamentary agency which oversees the conduct of executive in management of human 

resources. 

 

The literature did not miss explaining on concepts and theories of recruitment and 

selection along with its procedures as presented by different authors. Linking 

recruitment and selection with Tanzanian context, policies and procedures of the land 

have been discussed from different statutes and observe what really is supposed to be 

issued by PSC as guidelines to PSRS/appointing authorities. PSC has statutory mandate 

of making these policies and procedures known to the public service stakeholders and at 

the same time making sure compliance is observed.  
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The theories and concepts on Monitoring and Evaluation have been reviewed so to 

identify the state of efficiency of its operations and in order to achieve results how 

should it be. Monitoring and Evaluation are complimentary terms. Monitoring gives 

information on where a policy, program or project is at any time relative to respective 

targets and outcomes. Evaluation gives evidence of why targets and outcomes are 

achieved or are not being achieved. In order for M and E to be efficient, the system 

should be results-based. This means there should be a feedback system which aims at 

improving ways of achieving results. Lastly theoretical literature review touches on 

regulatory effectiveness. This discusses and explains on how effective regulatory 

authority should operate with necessary elements like independence, autonomy, 

expertise, accountability and enforcement powers.  

2.2 Literature review from earlier studies 

Briggs, (2007) conducted study on the problem of recruitment in civil service, a case of 

Nigeria civil service. In this study stratified random sampling was used to draw sample 

of 90 from five federal ministries grouped into four major categories of grade levels. The 

descriptive survey design was employed and descriptive statistics used for analysis. The 

researcher found out that it was a problem for the civil service commission to delegate 

its function of recruitment to the ministries and extra ministerial departments. This is 

because the said delegates were violating the rules and regulations guiding recruitment, 

while still the commission lacked control over them though it is given regulatory powers 

by the constitution. The study revealed that violation of policies and procedures in 

recruitment caused incompetent applicants to be recruited into the service and making 

the system unproductive. Another effect was overstaffing in the service. The Nigerian 

civil service commission lacked control because practically it is not independent, though 

the constitution claims its independence. The findings show that members of 

commission are influenced by the executive arm of the government and pressures from 

friends, family members and others who are regarded powerful in the country. The 

researcher concluded that this influence is worse in the ministries and extra ministerial 

departments than towards the commission.  
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Karim, (2007) conducted a diagnostic study on Bangladesh Public Service Commission. 

The study was descriptive survey design. In this study it was diagnosed that Bangladesh 

PSC has its structural limitations and operational limitations. The first structural 

limitation is that though PSC is an independent body, its secretariat is practically under 

control of the government. The internal recruitments, disciplinary and administrative 

issues of the PSC are influenced by the government. Second limitation is that chairman 

and members of PSC have been appointed on partisan political considerations, making 

the commission an outfit serving partisan political interests, and a recruitment agency of 

candidates aligned to the ruling party. In operational limitations, the first is that the 

commission lacks technical skills, where most of the huge task of recruitment related 

activities are done manually. Second operational limitation is that a network of corrupt 

officials has developed in the PSC secretariat, earning unauthorized income by involving 

themselves in leakage of questions, contracting with the job seekers, helping ruling party 

supporters for getting job e.t.c. The network is too strong for any internal disciplinary 

action. 

 

Public Policy Forum, (2009) conducted study on emerging trend affecting Canadian 

Public Service Commission and Public Service Employment Act. The study was 

descriptive survey design on the public service. The study revealed that due to 

reformation done on PSC, much efficiency and positive outcome have been achieved. 

These reformations among many include PSC dual role as central staffing agency and 

independent overseer of HR system reporting to parliament, where by contribution has 

been significantly on its ability to ensure a balance among key values underpinning the 

staffing system. Another achievement of Canadian PSC has been exercising political 

neutrality from public servants, ensuring merit-based system and reducing patronage in 

the civil service. Although Canadian PSC has achieved success in mentioned areas, the 

study revealed that there are emerging challenges which might affect performance of 

PSC in the future. First challenge is the issue of diversity. PSC has to put in place 

diversity policies which aim at improving operational performance instead of 
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emphasizing in promotion of representativeness and equity in the public service which 

limits creativity and innovation. The second challenge is that PSC receives its budget 

from the treasury which is the government. In future, in order to maximize independence 

PSC has to receive its budget from parliamentary committee so to avoid any potential 

influence from the government. 

 

Mbegu, (2008) conducted a study on the assessment of service delivery of Tanzania 

Public Service Commission. In his study he was assessing the performance of PSC in 

delivering services to its stakeholders. The findings on this study demonstrated that most 

of the PSC stakeholders are satisfied with the service provided by the PSC. The heads of 

personnel and administration in ministries, independent departments and local 

government authorities together with the public servants in both institutions were highly 

satisfied on how PSC plays its role on handling of appeals, the way PSC conducts 

human resource compliance inspection on appointing and disciplinary authorities, 

preparations and distributions of guidelines on appointments, discipline and appeals 

procedures to employers, appointing and disciplinary authorities. The study further 

revealed that public servants in LGAs, public institutions in both schools and hospitals 

were less satisfied with PSC since they were not involved as important service user of 

the PSC services in the process of guidelines preparations and distributions. 

 

The public servants from public institutions specifically schools were of negative 

feelings towards PSC’s staff attitude and behaviors. They cited staff insensitivity to 

customers’ feelings, low motivation and lack of friendliness as the cause of this 

negativity. The study further revealed that PSC do not timely deliver inspection reports 

to the inspected authority. This makes the inspected authority not to respond to the low 

compliance areas and take necessary steps to correct the problems timely. The PSC 

inspectors were also found by this study to be incompetent in area of data collection, 

analysis and report writing. Along with this modern IT facilities were found to be 

insufficient in the PSC which caused inefficiency in report writing. It is also revealed 
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that the PSC service delivery though stakeholders are satisfied but it does not meet 

standards of client service charter which is the agreement between PSC and its 

stakeholders on the standards and quality of service delivered. Delaying in 

acknowledging receipt of appeals by PSC as per client service charter is another 

shortcoming revealed by the study. The client service charter provides standard time of 

five working days in acknowledging receipt of appeals. 

 

In this study while the guidelines on appointments, disciplinary and appeals were 

available to heads of personnel and administration in public institutions, it was revealed 

that these guidelines were not easily available to the public servants of the same 

institutions. Another thing which was revealed by this study is that there was no fair and 

timely promotion for PSC employees. This seems to be lowering the morale of 

employees. Motivation to PSC staff was another problem revealed by the study. There 

was no sound and clear reward scheme in PSC which among other things would set 

different category of rewards e.g. in terms of money, certificates of recognitions or 

promotions, which would be offered to employees with outstanding performance or any 

other positive contribution to the PSC.  

 

Shangali, (2004) conducted study on an investigation on the nature of appeals in the 

public service, a case study of public service commission in Tanzania. Dealing with 

appeals regarding decisions made by disciplinary authorities in the public service is one 

of the functions of PSC. The findings on this study revealed that the nature of appeals 

has a root cause in the non-adherence in implementation of regulations, and laws 

governing disciplinary action by disciplinary authorities within the public service. The 

study further revealed that the circumstances prompting emergence of appeals cases in 

the public service were unfair dismissal of civil servants without formal charges, 

disciplinary action taken without cross-examination of accused or judgment being 

predetermined, inquiry committee not formed and dismissal by wrong disciplinary 

authorities.  
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2.2.1 Synthesis on literature review from earlier studies 

In covering literature review from earlier studies, the researcher passed through the 

studies conducted by different researchers. It is observed that in the civil service 

commission of Nigeria there are some problems in recruitment of civil servants. This is 

because the commission has delegated powers of recruitment to the ministries and at the 

same time lacks control over them. Another problem experienced is that members of the 

commission are influenced by the executive, pressures from friends, family members 

and other powerful figures in the country. The impact of this is that incompetent 

applicants are recruited and make the system unproductive. Another study conducted on 

Bangladesh public service commission concluded that there are structural and 

operational limitations. Some of the structural limitations are that the commission is 

practically influenced by the government and the chairman and members of commission 

are appointed on partisan political considerations making a commission a recruitment 

agency of candidates aligned the ruling party. The operation limitations observed are 

that the commission lacks technical skills and there is a developed network of corrupt 

officials in the commission leading to unfair selection of candidates. 

 

The other study was done on Canadian PSC regarding emerging trends affecting it. It 

was revealed that due to reformation of the commission there are huge improvements in 

its performance. The Canadian PSC has succeeded in exercising political neutrality from 

public servants, ensuring merit-based system and reducing patronage. The few 

challenges facing Canadian PSC are issues of diversity and source of its budget. In 

Tanzania context, there is a study done on assessment of service delivery of Tanzania 

PSC. In this study it was revealed that there are some areas where performance is good 

and others are poor. The good performance areas are like how PSC plays its role on 

handling appeals, the way PSC conducts human resource compliance inspection on 

appointing and disciplinary authorities. The poor performance areas were delaying of 

PSC in delivering inspection reports to the inspected authorities, which caused them not 

to respond to corrections of problems, and guidelines were not available to the ordinary 
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public servants. Lastly, another study was done on an investigation on the nature of 

appeals in the public service, a case of PSC in Tanzania. Since dealing with appeals 

regarding decisions made by disciplinary authorities is the function of PSC, it was 

revealed that the nature of appeals has root cause in the non-adherence in 

implementation of regulations and laws governing disciplinary action by disciplinary 

authorities within the public service.  

2.3 Identified gap 

The Tanzanian public service laws and policies have empowered PSC to supervise 

human resource management in the public service. The rules and regulations on how 

human resources are to be managed are all in place. PSC fulfills its supervisory role by 

using three major approaches. The first approach is that it has to issue recruitment 

guidelines which are to be adhered by PSRS in recruiting and selecting their candidates. 

The second approach is that PSC has to conduct regular monitoring and evaluation in 

making sure that the issued guidelines are adhered by concerned parties. The third 

approach is that PSC has to take necessary regulatory measures whenever deviations 

from targeted goals occur. However, there are reported cases that recruitment and 

selection policies and procedures are violated. The impact of this is that incompetent 

potential employees can be absorbed in the public service, hence low productivity. 

Studies have been done in other countries concerning performance of PSCs in 

recruitment and selection but no similar study has been done on Tanzania. Hence, this 

study evaluates the Tanzanian PSC in supervising recruitment and selection in the public 

service. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.0 Introduction 

This chapter describes the method that has been used in carrying out this research. It is 

organized under the headings including research design, area of study, population of the 

study (units of inquiry), sampling and sampling techniques, data collection methods  and 

data analysis.   

3.1 Research design  

According to Orodho as cited in Kombo and Tromp, (2006) research design is defined as 

the scheme, outline or plan that is used to generate answers to research problems. In this 

study the research design has been a descriptive survey. This study is using this design 

since there is only one Public Service Commission in Tanzania. 

3.2 Research area   

The PSC is situated in Ilala district, in Dar es salaam. This study has concentrated on the 

PSC which perform the supervisory duties and PSRS which conducts recruitment and 

selection.  

3.3 Population of the study (units of inquiry) 

The population of the study refers to that aggregation of elements from which the 

sample is actually selected, (Babbie, 1999). The population of this study has been 

employees of Public Service Commission and staff of PSRS. The population of the 

study is 105 which is total number of workers of PSC’s departments of Civil Service, 

Local Government and Monitoring and Evaluation, and also workers from department of 

administration in PSRS. The following table shows the category of the population: 
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Table 1. Population Parameters 

 

        Department 

Gender  

        Total 

Male Female 

PSC Civil Service  

8 11 19 

PSC Local Government 

6 20 26 

PSC Monitoring and Evaluation 

8 4 12 

PSRS Administration 

23 25 48 

Grand Total 105 

Source: Researcher’s  own Construct, 2013 

3.4 Sampling and Sampling Techniques 

Sampling is the act, process or technique of selecting a suitable sample, or a 

representative part of a population for the purpose of determining parameters or 

characteristics of the whole population (Kombo and Tromp, 2007). 

3.4.1 Sampling Techniques 

The study has used purposive/judgmental sampling technique to select the staff in Public 

Service Recruitment Secretariat and Public Service Commission. In PSC three 

departments were involved which are civil service, local government service and 

monitoring and evaluation. This was because the categorical services apply formal 

recruitment process. This technique was used on PSRS officers from administration 

department because they are responsible for coordinating recruitment and selection. Also 

purposive sampling was used for PSC officers in mentioned departments because they 

are the one responsible for compliance inspections and preparation of reports. This is to 
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say that these two groups are typical or good representative of the whole population as 

highlighted in Kothari, (2004:59).  

3.4.2 Sample size 

Sample size refers to the number of elements/items to be selected from the population to 

constitute a sample. Since the technique is purposive sampling hence the study makes a 

sample size by including all officers in PSC’s civil service, local government and M and 

E departments which their number became 24. The study also included all officers from 

administration department in Public Service Recruitment Secretariat (PSRS) which their 

number became 13.  Eventually, the total sample size became 37. The study has come up 

with this sample by picking all staff of officer grade from respective departments and 

leaves the staff of non-officer grade. This is because staffs of officer grade are 

responsible for core functions of these two institutions.  

Table 2. Sample Size 

Departments 

POPULATION SAMPLE SIZE 

Gender TOTAL Male Female 

TOTAL 

SAMPLE 

Male Female    

PSC Civil Service    
8 11 19 

4 5 9 

PSC Local 

Government  

6 20 26 

2 7 9 

PSC Monitoring and 

Evaluation 

8 4 12 

4 2 6 

PSRS Administration 
23 25 48 

5 8 13 

Grand Total   105   37 

Researcher’s own Construct, 2013 

3.5 Data Collection Methods 

The data collection methods refer to the instruments that used to obtain data from the 

population. There are mainly two sources of data namely primary data and secondary 

data. The primary data are those which are collected afresh and for the first time, and 

thus happen to be original in character. The secondary data, on the other hand are those 

which have been collected by someone else and which have already been passed through 

the statistical process (Kothari, (2004). In this study primary data obtained through 
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structured questionnaires and structured interviews. Secondary data were gathered 

through documentary review.  

3.5.1 Questionnaires 

A questionnaire is “a general term to include all techniques of data collection in which 

each person is asked to respond to the same set of questions in a predetermined order” 

(deVaus, 2002 as cited by Saunders et al (2006:298). This study used structured 

questionnaires as one instrument of data collection. There were two types of 

questionnaires. One type of questionnaire was administered to PSC employees. Other 

type of questionnaire was administered to PSRS. This study used this instrument 

because it gives direct and precise answers to the research questions. It also gives the 

respondent time to think for the right answer and also enjoying freedom from influence 

of the researcher. The sample of questionnaire used is attached in appendices.  

3.5.2 Interviews 

Cannell and Kahn (1968) as cited by Manion and Cohen (1994:271) defines a research 

interview as , “ A two-person conversation initiated by the interviewer for the specific 

purpose of obtaining research-relevant information, and focused by him on content 

specified by research objectives of systematic description, prediction or explanation”. In 

this study the researcher managed to have personal interviews with the heads of 

departments in PSC. This instrument was used because it provides more details and 

clarifications on answers of the research questions. This instrument also gives room for 

the respondent to grasp the meaning intended by the researcher in case the question is 

not clear, so he/she can provide accurate answers. The interview guideline is attached in 

the appendices.  

3.5.3 Documentary review 

Documentary review refers to the method that gather secondary data through reading 

written documents such as notices, correspondence, minutes of meetings, reports to 

shareholders, diaries, transcripts of speeches, and administration and public records 
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(Thornhill, Lewis, and Sauders, 2000). This study managed to review some compliance 

inspection reports which enabled to support primary data collected.  

3.6 Data Processing and Analysis 

All collected data were processed in order to be ready for analysis. According to Kothari 

(2004:123) “data processing implies editing, coding, classification and tabulation of 

collected data so that they are amenable to analysis”. Data analysis refers to 

‘‘computation of certain measures along with searching for patterns of relationship that 

exist among data group’’ Kothari, (2004:124).  

 

Data analysis was done by using the computer program known as SPSS package. This 

enabled study to get results through tables, graphs and figures which were fit for 

interpretation and bring out information according to objectives.  
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CHAPTER FOUR 

PRESENTATION OF THE FINDINGS 

 

4.0 Introduction  

This chapter presents the findings of the study from data collection. The data were 

collected by using three methods which are questionnaires, interview and documentary 

review. Data are summarized using tables and in some cases figures are used for 

clarification. The total number of respondents was thirty seven (37) and those reached 

with questionnaires were thirty four (92%), while those reached with interview were 

three (8%). The questionnaires were administered to workers of the grade of officers 

from both two organizations which are PSC and PSRS. Interview was done to heads of 

departments from PSC. This information is presented in table 3. 

Table 3. Respondents per research instrument 

Research instruments Total respondents Percentage  

Questionnaire  34 92% 

Interview  3 8% 

Total 37 100% 

Source: Field data, 2013 

4.1. Background information of Respondents 

This part presents general information of the respondents. It enables the researcher to 

know the nature and characteristics of them. The information covers on respondents’ 

organization, gender, department, education level, years of working experience and 

heads of department.  

4.1.1 Respondents’ Organization 

Figure 1 shows the organization which the respondents belong, since this study involved 

two organizations which one is the PSC the supervisory body, and another the 

Secretariat (PSRS) which is the supervisee. Among thirty four (92%) which were 
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reached through questionnaires, Commission (PSC) has 21 (61.8%) respondents while 

Secretariat (PSRS) has 13 (38.2%) respondents. 

Figure 1. Percentage distribution of workers according to Organization where they work 

 
Source: Field data, 2013 

4.1.2 Gender of the respondents 

Figure 2 shows that among thirty four (92%) respondents which were reached through 

questionnaires, 14 (41.2%) were male and 20 (58.8%) were female. 
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Figure 2. Percentage distribution of workers according to Gender  

 
Field data, 2013 

4.1.3 Department of respondents 

Figure 3 shows that among thirty four (92%) respondents which were reached through 

questionnaires, 8 (23.5%) were from department of administration in PSRS, 13 (38.2%) 

were from civil service, 8 (23.5%) were from local government and 5 (14.7%) were 

from monitoring and evaluation both in PSC organization.  
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Figure 3. Percentage distribution of workers according to their Departments 

 
 Source: Field data, 2013 

4.1.4 Education level of respondents 

Figure 4 shows that among 34 (92%) respondents reached through questionnaires, 21 

(61.8%) had Bachelor Degree, 12 (35%) had Master Degree and 1 (2.9%) had other 

qualification. This higher level of education was because respondents were only officers, 

since they are knowledgeable and involve in relevant tasks of the study. 
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Figure 4. Percentage distribution of workers according to their Education level 

 
 Source: Field data, 2013 

4.1.5 Years of working experience 

Figure 5 shows that among 34 (92%) respondents reached through questionnaires, 22 

(64.7%) had working experience of less than five years, 9 (26.5%) had working 

experience of six to ten years, 1 (2.9%) had working experience of eleven to fifteen 

years and 2 (5.9%) had working experience of more than twenty years. 
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Figure 5. Percentage distribution of workers according to years of working experience 

 
 Source: Field data, 2013 

4.1.6 Heads of Departments 

Three heads of department were interviewed. These were from Civil Service, Local 

government and Monitoring and Evaluation departments of PSC.  Among these, two 

were female from departments of Civil Service and Local government, and one was 

male from Monitoring and Evaluation department. Also two of them had Masters 

Degree from departments of Civil Service and Local government while one had 

Bachelor Degree from department of Monitoring and Evaluation.  
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4.2 Adherence on Recruitment and Selection Guidelines 

This part of the study was to find out at what extent PSRS adheres to recruitment and 

selection guidelines issued by PSC. The results are summarized in figure 6 and figure 7. 

Firstly, in this part the study wanted to reveal if PSC practically distributes recruitment 

and selection guidelines to PSRS as per the requirement of the law. Figure 6 shows that 

among thirty four (92%) respondents asked this question, 25 (73.5%) said that PSC 

practically distribute guidelines to the PSRS, 6 (17.6%) said that PSC does not distribute 

these guidelines to the PSRS and 3 (8.8%) said they don’t know if PSC distribute these 

guidelines to the PSRS. Both three heads of department admit that PSC practically 

distribute these guidelines to PSRS. 

Figure 6. Percentage of Recruitment and Selection guidelines distribution to PSRS 

 
Source: Field data, 2013 
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Secondly, the study wanted to find out at what extent PSRS adheres to the Guidelines 

issued by PSC regarding recruitment and selection. Table 4 is a cross tabulation, which 

shows that among 13 (38.2%) respondents from Secretariat (PSRS), 8 (61.5%) strongly 

agree that the secretariat adheres to the guidelines, 5 (35.5%) agree that Secretariat 

adheres to the guidelines and none of them disagree on that. Among 21 (61.8%) 

respondents from Commission (PSC), 1 (4.8%) strongly agree that Secretariat (PSRS) 

adheres to the guidelines, 10 (47.6%) agree that Secretariat adheres to the guidelines 

while 10 (47.6%) disagree that Secretariat adheres to the guidelines. In total, among 

thirty four (92%) respondents, 9 (26.5%) strongly agree that Secretariat adhere to the 

guidelines, 15 (44.1%) agree that secretariat adhere to the guidelines and 10 (29.4%) 

disagree that secretariat adhere to the guidelines. Among heads of department 

interviewed, two of them said Secretariat to a smaller extent adhere to the guidelines 

while one said that Secretariat to a greater extent adhere to the guidelines.  Figure 7 is 

the bar chart which provides further illustration on how is the distribution of responses 

from two organizations.  
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Table 4. Adherence on Recruitment and Selection Guidelines 

The organization Vs. Recruitment Secretariat to a greater extent adheres to recruitment and 

selection guidelines issued by PSC. Cross tabulation 

   Recruitment Secretariat to a greater 

extent adhere to recruitment and 

selection guidelines issued by PSC 

Total 

   strongly 

agree agree disagree 

the 
organization 

secretariat Count 8 5 0 13 

% within the organization 61.5% 38.5% .0% 100.0% 

% within Recruitment 

Secretariat to a greater 

extent adhere to 

recruitment and selection 

guidelines 

88.9% 33.3% .0% 38.2% 

% of Total 23.5% 14.7% .0% 38.2% 

commission Count 1 10 10 21 

% within the organization 4.8% 47.6% 47.6% 100.0% 

% within Recruitment 

Secretariat to a greater 

extent adhere to 
recruitment and selection 

guidelines  

11.1% 66.7% 100.0% 61.8% 

% of Total 2.9% 29.4% 29.4% 61.8% 

Total Count 9 15 10 34 

% within the organization 26.5% 44.1% 29.4% 100.0% 

% within Recruitment 

Secretariat to a greater 

extent adhere to 

recruitment and selection 
guidelines  

100.0% 100.0% 100.0% 100.0% 

% of Total 26.5% 44.1% 29.4% 100.0% 

Source: Field data, 2013 
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Figure 7: Distribution of Adherence on Recruitment and Selection Guidelines 

 

Source: Field data: 2013 

 

As figure 7 illustrates that those who disagree that Secretariat (PSRS) adhere with 

guidelines are in equal amount with those who agree from the part of Commission 

(PSC), hence this can not be ignored. Accordingly, the study wanted to know the reasons 

for those who disagree. Figure 8 shows that those who agree 24 (70.6%) did not have to 

comment on this question. But on those who disagree 8 (23.5%) said the reason was 

PSC lacking enforcement powers, while 2 (5.9%) said the reason was misunderstanding 

of PSC guidelines.  
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Figure 8. Percentage distribution of reasons for non-adherence  

 
Source: Field data, 2013 

 

Furthermore, documentary review has revealed that there were reports on compliance 

inspection done against secretariat (PSRS). This was a special inspection done by PSC 

in response of complaints filed by aggrieved public servants. In this, it was claimed that 

some candidates were posted to the jobs which they did not apply. Others were selected 

to the jobs while their scoring marks were lower than their fellows’ interviewees, (PSC 

Inspection Reports, 2013). This provides the meaning that those who are best candidates 

are left for those who are not. All these are violation of policies and procedures in 

recruitment and selection. 
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4.3 Efficiency of Monitoring and Evaluation 

In this part, the study examined the efficiency of Monitoring and Evaluation (M and E) 

of PSC towards compliance of PSRS. The results are summarized in figure 9, table 6, 

figure 10, table 7 and figure 11.  

Firstly, Figure 9 shows the response on the question of whether PSC manage to conduct 

M and E towards the PSRS. In this question, 34 (92%) respondents were asked through 

questionnaire and 23 (67.6%) out of them said yes PSC manage to conduct M and E, 7 

(20.6%) said no PSC does not manage to conduct M and E while 4 (11.8%) said they 

don’t know whether PSC conduct M and E towards Secretariat (PSRS).  

Figure 9. Percentage distribution of PSC conduct of M and E 

 
Source: Field data, 2013 
 

Secondly, in this part the study also wanted to discover how frequent does PSC conduct 

M and E towards Secretariat (PSRS). For those who answered yes which amounted to 23 
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(67.6%), Table 5 shows that 17 (50%) of them said PSC conduct M and E when a need 

arise, 9 (26.5%) of them said PSC conduct M and E when funds are available, 3 (8.8%) 

said PSC conduct M and E once in every year while 5 (14.7%) provides other opinions. 

From heads of department interviewed, both three of them said M and E is done depends 

on funds availability and on special cases when complaints are received which implies 

as a need arise. Figure 10 gives further illustration on how frequent does PSC conduct M 

and E. 

Table 5 . Distribution of Frequency of M and E 

If the answer is yes, how frequent does PSC conduct M and E to Recruitment 
Secretariat? 

  

Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid Others 5 14.7 14.7 14.7 

Once in every year 3 8.8 8.8 23.5 

Depends on funds 
availability 

9 26.5 26.5 50.0 

As a need arise 17 50.0 50.0 100.0 

Total 34 100.0 100.0  

Source: Field data, 2013 
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Figure 10. Distribution of Frequency of M and E 

 

Source: Field data, 2013 

 

Thirdly, in this part, also the study wanted to find out if feedback reports are given after 

conducting M and E. Table 6 shows response on the question asked, whether PSC gives 

feedback reports after conducting M and E. Among 34 (92%) respondents asked this 

question, 21 (61.8%) said yes PSC give feedback reports, 4 (11.8%) said no PSC does 

not give feedback reports and 9 (26.5%) said they don’t know. Response from both three 

heads of department interviewed said that PSC normally give feedback reports to 

Secretariat (PSRS) after M and E. 
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Table 6. Distribution of PSC feedback reports 

Does PSC give feedback reports or instructions to Recruitment Secretariat on areas 

to do corrections after conducting M & E or Compliance Inspection? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid YES 21 61.8 61.8 61.8 

NO 4 11.8 11.8 73.5 

I DON’T KNOW 9 26.5 26.5 100.0 

Total 34 100.0 100.0  

Source: Field data, 2013 

 

Fourthly, in this part the study wanted to find out if PSC receives adequate resources for 

enhancing M and E. This question was asked to only respondents from PSC. Figure 11 

shows response from 21 (61.8%) respondents. Among them, 2 (9.5%) said yes PSC 

receives adequate resources, 18 (85.7%) said no PSC does not receive adequate 

resources and 1 (4.8%) said he does not know. From heads of department interviewed, 

both three of them said resources are a challenge to PSC and they are inadequate. The 

resource highlighted here was mainly funds. 
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Figure 11. Distribution of PSC receipt of adequate resources 

 
Source: Field data, 2013 

 

4.4 Factors hindering Regulatory Measures 

In this part, the study determined the factors hindering regulatory measures taken by 

PSC against violation of rules and regulations in recruitment and selection. The results 

are summarized in table 7, figure 12, table 8, figure 13 and figure 14.  

Firstly, the question asked here was what are the factors which contribute to PSC not 

supervising effectively? Table 7 shows response from 34 (92%) respondents asked this 

question. Among them, 20 (58.8%) said inadequate resources are the factor, 13 (38.2%) 

said both policies formed PSC and inadequate resources are the factor, and 1 (2.9%) said 

other factor. From heads of department interviewed, two said resources particularly 

funds are the factor, while one said policies formed PSC is the factor since PSC has no 

disciplinary powers. Figure 12 provides further illustration on the results. 
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Table 7. Distribution of Factors contributing to PSC not supervising effectively 

What do you think are the factors among the following contribute to PSC not supervising 

effectively?  

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Inadequate resources 20 58.8 58.8 58.8 

Both of 1 & 2 13 38.2 38.2 97.1 

others 1 2.9 2.9 100.0 

Total 34 100.0 100.0  

Note: 1=Policies formed PSC, 2=Inadequate resources 

Source: Field Data, 2013 

 

Figure 12. Pie Chart to show percentage distribution of factors contributing to PSC not supervising 

effectively 

 

Source: Field data, 2013 

 

Secondly, the study wanted to find out if by PSC having direct disciplinary powers 

would improve adherence on policies and procedures in recruitment. At present, 

operation of PSC and according to Public Service Act no. 8 of 2002, PSC has no direct 
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disciplinary powers against PSRS. Table 8 shows that among 34 (92%) respondents who 

asked this question, 21 (61.8%) said yes by PSC having direct disciplinary powers 

would increase adherence, 6 (17.6%) said no by PSC having direct disciplinary powers 

would not increase adherence, 7 (20.6%) said they don’t know. Response from three 

(8%) heads of department, two of them said no it doesn’t make a difference while one 

said it would improve adherence. 

 

Table 8.  Distribution of Disciplinary Powers 

Do you think if PSC had direct disciplinary powers against Recruitment Secretariat 

would increase adherence on policies and procedures in recruitment and selection 

than at present state? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid YES 21 61.8 61.8 61.8 

NO 6 17.6 17.6 79.4 

I DON’T KNOW 7 20.6 20.6 100.0 

Total 34 100.0 100.0  

Source: Field data, 2013 

 

Thirdly, the question was asked whether the structure of PSC is the limitation. At 

present and according to Public Service Act no. 8 of 2002, PSC is an organization within 

executive which oversee management of human resources in the same government’s 

organizations.  Figure 13 shows that among 34 (92%) respondents, 25 (73.5%) said a 

structure of PSC is a limitation, 4 (11.8%) said no a structure of PSC is not a limitation 

while 5 (14.7%) said they don’t know. Heads of department (8%) both of them 

responded that structure is a limitation since PSC is at par with other institutions. 
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Figure 13. Percentage distribution of structure of PSC 

 
Source: Field data, 2013 

 

Fourthly, the study wanted to find out if by PSC being autonomous would improve its 

regulatory function. Public Service Act no. 8 of 2002 provides no mandate for PSC to be 

autonomous body and at present PSC has no autonomy operationally. Figure 14 shows 

that among 34 (92%) respondents, 27 (79.4%) said by PSC being autonomous would 

improve its regulatory function, 2 (5.9%) said no by having autonomy PSC would not 

improve its regulatory function and 5 (14.7%) said they don’t know. Heads of 

department interviewed (8%), two of them said yes autonomy would improve regulatory 

powers while one said no it won’t improve.  
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Figure 14. Percentage distribution of Autonomy of PSC 

 
Source: Field data, 2013 

4.5 Conclusion 

This chapter has presented all the major findings from the data collected in the field. 

Tables and figures were used as necessary to present these findings in a more clarified 

way. The next chapter will discuss these findings in more details so for them to become 

meaningful. 

 

 

 



54 

 

CHAPTER FIVE 

DISCUSSION OF RESEARCH FINDINGS 

 

5.0 Introduction 

This chapter discusses the findings of the study. The discussion bases on the findings of 

which its data were collected through questionnaires, interview and documentary 

review. In this chapter also the achievement of study objectives is going to be noticed 

and focus will be on its interpretation. The discussion also links theories and other 

studies done by researchers with the findings of this study. The flow of discussion bases 

on research questions outlined in chapter one. 

5.1 General information 

This part provides the nature and characteristics of the study’s respondents. In the study 

respondents come from two different organizations, one is the PSC itself and other is the 

PSRS. The logic behind is that PSC as a supervisory body can not evaluate itself alone, 

the views from supervisees are also needed. Likewise, supervisees can not evaluate their 

adherence alone, the views from supervisor is needed. Figure 1 showed that respondents 

administered questionnaires from PSC were 61.8% while those from PSRS were 38.2%. 

The questionnaire respondents make 92% of the sample while heads of departments 

interviewed make 8% of sample. The distribution of sample from two organizations 

provides reliable source of data on achievement of study objectives. The study also 

wanted to know the distribution of male and female respondents. Figure 2 showed that 

female were in large number by 58.8% while male were 41.2% of respondents. 

However, this distribution of gender does not count much significance to the findings of 

the study. The departments of respondents from both organizations have been identified 

as per figure 3. 23.5% of respondents were from administration department of PSRS. 

This department source of data is reliable because it is the one work along with PSC 

staff during compliance inspection. 38.2% of respondents were from civil service 

department while 23.5% were from local government and 14.7% from monitoring and 
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evaluation both from PSC. These departments are responsible for doing compliance 

inspection against PSRS hence their response is of proper representation. 

  

Knowing level of education of respondents is of great value, since the more 

knowledgeable the respondents the more reliable are the data. Figure 4 showed all 

respondents have higher education level because are of the officer grade. Among them 

61.8% had bachelor degree, 35.3% had Master degree and 2.9% had other category of 

higher qualification. Working experience also brings effect to the findings of the study. 

This is because the more experienced the respondents the more realistic their answers 

might be. Figure 5 showed that 64.9% of respondents had working experience of less 

than five years, 26.5% had working experience of six to ten years, 2.9% had eleven to 

fifteen years of working experience while 5.9% had more than twenty years of 

experience. This implies that majority of the respondents have short working experience 

and this is because these two organizations have period of existence of not more than ten 

years.  

5.2 Discussion of research questions 

5.2.1 To what extent does PSRS adhere to the recruitment and selection guidelines 

issued by PSC? 

 

Recruitment and Selection guidelines provides pattern on which recruitment and 

selection should be done. In Tanzania context, there are many legislations which have 

mentioned policies and procedures on which recruitment has to be done. These include 

among many Standing Orders, Public Service Act and Public Service Scheme. Greener, 

(2010) said that the first step in recruitment is job analysis. Here the results lead to job 

description and job specification. The second step is deciding on whether to recruit from 

inside or outside organization. The third step mentioned is advertisement of the vacancy 

while the fourth step is short listing. The fifth and final step mentioned is conduct of 

interview which leads to selection of best candidates. In actual sense these are the basics 

steps involved in recruitment. All these steps in one way or another are included in 
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legislation mentioned above as policies and procedures guiding the phenomenon. 

According to section 10 (1) (c) of Public Service Act no. 8 of 2002 the PSC has been 

given mandate of preparing and distributing recruitment guidelines to the PSRS and all 

appointing authorities. PSC has put together policies and procedures on recruitment 

from different legislation and formulating guidelines which are to be distributed and 

adhered by PSRS.  

 

The first objective of this study was to find out if these guidelines are adhered by the 

PSRS. To begin with the preliminary question was to know if the said guidelines are 

practically distributed as per requirement of the law. Results from figure 6 shows that 

73.5% of respondents said PSC practically distribute guidelines to the Secretariat, while 

17.6% said PSC does not distribute these guidelines to Secretariat and 8.8% of 

respondents said they do not know. These results provide the meaning that PSC fulfill 

the requirement of the law on preparing and distributing guidelines to the Secretariat. 

This finding also agrees with the study on assessment of service delivery of Tanzanian 

PSC done by Mbegu, (2007), which concluded that guidelines on appointments, 

disciplinary and appeal were available to heads of personnel and administration in 

Public Institutions. As this was subsidiary question, the principal question was to know 

at what extent these guidelines are adhered by Secretariat.  

 

Table 4 is a cross tabulation which represents the answer on this question. The response 

was divided according to organization. 61.8% of respondents from secretariat strongly 

agree that secretariat adhere to the guidelines, while 35.5% agree that secretariat adhere 

to the guidelines and none of them disagree. Respondents from PSC, 4.8% strongly 

agree, 47.6% agree and 47.6% disagree that Secretariat adhere to the guidelines. The 

interpretation of findings on this area bases on response of PSC respondents because an 

organization can not judge its own adherence, as the Latin word says that “Nemo judex 

causa sua” which means one can not be judge of his own case. According to results of 

the study and basing on majority stand, the interpretation is that Secretariat (PSRS) to 
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the greater extent adheres to the guidelines issued by PSC. The findings also have 

implications in principles guiding supervision. As per principles of supervision, 

supervisor defines standards, objectives and interprets policies to be observed and 

implemented by supervisees (NOUN, 2011). PSC has defines standards, objectives and 

interpreted policies by preparing and distributing guidelines while the supervisee (PSRS) 

has observed and implemented them to a greater extent. 

 

However, the portion of those disagree on adherence of Secretariat is substantial and can 

not left ignored since it approaches half of respondents. The study wanted to know the 

reasons of their disagreement. Figure 8 showed that among 10 (47.6%) respondents who 

disagree on adherence of Secretariat, the computation of percentage makes 80% of them 

say the reason of non adherence is lack of PSC enforcement powers while 20% said the 

reason was misunderstanding of PSC guidelines. This is supported by two heads of 

department (66.7%) who said that Secretariat to a smaller extent adhere to guidelines 

because PSC has no disciplinary powers against Secretariat. This minority group which 

disagrees on adherence in recruitment and selection policies supports the study done in 

Nigeria on problem of recruitment in Nigeria public service. Briggs, (2007) in his study 

concluded that those who were delegated recruitment tasks were violating the rules and 

regulations while at the same time the Nigeria PSC has lacked control over them though 

it has regulatory powers from constitution.  

5.2.2 How efficient is PSC in Monitoring and Evaluation (M and E) towards 

compliance with guidelines on recruitment and selection? 

 

Monitoring and Evaluation are two terminologies which are often applied together. 

While the former provides the data on how the situation and trend of performance is, the 

later provides the causes of deviations or achievements and what are steps to bring 

improvements. In order to know the performance of PSRS in complying with rules and 

regulations PSC has to conduct M and E so to notice the situation and bring 
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improvements where necessary as a supervisory body and as per principles of 

supervision.  

 

The second objective of this study was to examine the efficiency of M and E conducted 

by PSC towards compliance with rules and regulations. In achieving this objective at 

starting the question was asked if practically PSC manage to conduct M and E. Figure 9 

showed the results that, 67.6% of respondents said yes PSC manage to conduct M and E 

towards Secretariat, while 20.6% said no PSC does not manage to conduct M and E 

towards Secretariat and 11.8% said they do not know. This finding gives an 

interpretation that PSC manage to conduct M and E towards Secretariat. The study also 

wanted to know further if M and E is done, then how frequent is it done. Table 5 showed 

that, 50% of respondents who said PSC manage to conduct M and E said this M and E is 

done when a need arise, 26.5% said M and E is done depending on funds availability, 

while 8.8% said M and E is done once in every year and 14.7% gave other comments. 

The interpretation here is that M and E is done by PSC as a need arise. This finding is 

supported by both heads of department interviewed, who said that so far PSC has done 

special compliance inspections towards Secretariat which is a result of complaints from 

aggrieved public servants. They said in principal there are two types of M and E, first is 

the normal compliance inspection and second is special compliance inspection. These 

heads of department added that PSC is supposedly doing M and E in every end of 

financial year but it does not do so due to budget constraint. Section 10 (1) and its 

subsection (c) of Public Service Act no. 8 of 2002 as amended by Public Service Act no. 

18 of 2007 stipulates that PSC has to issue guidelines and monitor compliance in the 

service. Hence the findings of this study have revealed that PSC fulfills its function of 

doing M and E as per requirement of the law though not regularly.  

 

Kusek and Gorgens, (2009) said “M and E should be results-based, since demands for 

greater accountability and results have grown, there is a need for useful and useable 

results-based M and E systems to support management policies”. This study wanted to 
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know if M and E done by PSC is result-based. This meant to reveal if there is feedback 

system which aims at improving ways of achieving goals. The question was asked if 

there is a feedback report given to Secretariat after M and E. Table 6 showed the results 

that, 61.8% of respondents said yes PSC give feedback reports, 11.8% said PSC does not 

give feedback reports and 26.5% said they do not know. Basing on the majority answer, 

the results provide an interpretation that PSC usually give feedback reports to the 

Secretariat after conducting M and E. This is to say that PSC’s M and E is results-based. 

Mbegu, (2007) in his study on assessment of service delivery of PSC supports this 

finding. In his study, he concluded that PSC gives feedback reports but not timely.  

 

For the task of conducting M and E to be successful, it requires resources for 

enhancement. This is because staffs need to be paid allowances since it is an outside job. 

Also there is need to prepare checklist on doing M and E and reports after M and E. All 

these need funds. The study wanted to find out if there is adequate supply of resources to 

facilitate M and E. Figure 11 showed the results that, 9.5% of respondents said yes PSC 

receives adequate resources, 85.7% said PSC does not receive adequate resources and 

4.8% said they do not know. This gives an interpretation that PSC does not receive 

adequate resources for enhancing M and E. All heads of department interviewed said 

that there is no adequate resource for enhancing M and E and this is an obstacle in 

conducting regular M and E and it is why normal compliance inspection is not done. 

Taking into consideration all questions asked to examine efficiency of M and E 

conducted by PSC towards PSRS, the findings conclude that PSC’s M and E is less 

efficient due to the fact that there is inadequate supply of resources for enhancing it. 

Accordingly, it is apparent that there are many possible deviations in compliance of 

rules and regulations which are not being noticed by PSC and as a results lead to not 

being taken care of or regulated. This finding also implies that PSC has diverted from 

principle of supervision which states that “supervisor must do monitoring and evaluation 

towards performance of supervisee so to notice deviations and make necessary 

improvements” (NOUN, 2011).  
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 5.2.3 What are the factors hindering regulatory measures taken by PSC against 

violations of guidelines on recruitment and selection? 

 

Regulatory body need to have powers to control activities at a certain place and make 

sure that operation is fairly. PSC as a regulator given power by Public Service legislation 

needs have this control. In evaluating supervisory role of PSC, this study wanted to 

determine factors hindering its regulatory measures taken against violation of rules and 

regulations. To achieve this objective, the first question was asked to find out what is the 

factor contributing to PSC not supervising effectively between policies formed PSC and 

inadequate resources. Table 7 showed the results that, 58.8% of respondents said 

inadequate resources is the factor, while 38.2% said both policies formed PSC and 

inadequate resources are the factor and 2.9% mentioned other factors. Two heads of 

department among three, said inadequate resource is the main factor to ineffective 

supervision of PSC. They went further saying that PSC is underfunded. These findings 

give an interpretation that inadequate resource especially funds is the main contributing 

factor to ineffective supervision of PSC. PSC currently receives its budgetary allocation 

from the treasury. Estache, (1997) describes that for a regulatory agency to operate 

effectively there is need to have its own resources from its own source of funds.  

 

The second question asked to determine factors hindering regulatory measures was to 

find out if by PSC having no direct disciplinary powers against PSRS is a hindrance. 

Presently, PSC has to report to the chief secretary for disciplinary actions in case of 

offences need disciplinary steps. This is according to section 28 of Public Service 

Scheme of 2003. Table 8 showed the results that, 61.8% of respondents said yes by PSC 

having direct disciplinary powers against PSRS would increase adherence, while 17.6% 

said no by PSC having direct disciplinary powers would not increase adherence and 

20.6% said they do not know. This finding gives an interpretation that by PSC having no 

direct disciplinary powers against PSRS is a hindrance to regulatory measures. This 

finding is supported by Mustapha, (2002) which said that to achieve effectiveness a 

regulatory authority must have enforcement powers. This means it must have teeth, 
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which requires the ability and willingness to exercise authority by enforcing its decision 

through awarding and enforcing punishments.  This challenge is also faced by Canadian 

PSC. Julliet and Rasmussen, (2008) commented that Canadian PSC has no direct 

authority over government departments which display incompetence, defective system 

and abuse of discretion. The exclusive power it has is to take into tasks all 

malfunctioning departments by tabling audit reports before parliament for actions. 

Additionally, the finding on this part shows that how PSC has deviated from principle of 

supervision as a supervisor. The principle of supervision on this area states that “a 

supervisor must have a role to apply sanctions, rewards and punishments where 

necessary to ensure compliance and performance in accordance with agreed standards” 

(NOUN, 2011). 

 

The third question asked to determine factors hindering regulatory measures was to find 

out if the present structure of PSC is a limitation. At present PSC is an executive body 

attached to a president office. This means it is one of institutions in the government. PSC 

is accountable to the Chief Secretary who is the head of public service. Figure 13 

showed the results that, 73.5% of respondents said a structure of PSC is a limitation, 

11.8% said no a structure of PSC is not a limitation and 14.7% said they don’t know. 

This 73.5% of respondents also agree that PSC should be separated from executive and 

be accountable under parliament to increase independency and effectiveness. Both heads 

of department interviewed admit that PSC structure is a limitation. An interpretation on 

this finding is that PSC structure is a limitation to its regulatory function. This implies 

that by PSC being part of the very executive it supposes to control on management of 

human resource arise to conflict of power and being influenced by the government.  

 

This finding is supported by the diagnostic study done on Bangladesh Public Service 

Commission (Karimu, 2007). In his study, it was found out that though Bangladesh PSC 

claimed to be an independent department, it has several structural limitations. First, it 

was found out that, internal recruitments, disciplinary and administrative issues of PSC 
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were influenced by government. Second, it was found that chairman and members of 

PSC are appointed on partisan political considerations making the commission an outfit 

serving partisan political interests and a recruitment agency of candidates aligned to the 

ruling party. Separating PSC from government has proved fruitful in other countries. 

This is evidenced in the study done by Public Policy Forum, (2009) on emerging trend 

affecting Canadian Public Service Commission and Public Service Employment Act. In 

this study it was revealed that reformation done on the PSC brought much efficiency and 

positive outcome because the Commission happens to be an independent overseer of HR 

system reporting to parliament. This makes Canadian PSC effective in exercising 

political neutrality, ensuring merit-based system and reducing patronage in the civil 

service. In other words the Commission enjoys independence from influence of the 

government. 

 

The fourth question asked to determine factors hindering regulatory measures was to 

find out if absence of autonomy is a hindrance to regulatory function of PSC. At present, 

though PSC is a regulatory body the law formed PSC which is Public Service Act no. 8 

of 2002 is silent about PSC being autonomous. In other words there is no stipulation in 

the law which makes PSC an autonomous body. Figure 14 shows the results that, 79.4% 

of respondents said by PSC being autonomous would improve its regulatory function, 

while 5.9% said no by having autonomy PSC would not improve its regulatory function 

and 14.7% said they do not know. Two heads of department interviewed among three 

said that being autonomous PSC would improve its regulatory function. This finding 

gives an interpretation that absence of autonomy to PSC hinders its regulatory function. 

This is also a reality to some literature reviewed by this study. Estache, (1997) 

commented that “to be autonomous, regulatory agencies must have their own source of 

funds, staff and independent salary scale. This is because relying on budgetary transfers 

controlled by politicians is often a threat to regulator’s independence. Cutting their 

allocation would be an easy way to reduce their effectiveness”. Autonomy in staffing 

means being able to recruit staff independently and with high level of expertise and 
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sometimes to the extent of recruiting external consultants. Unfortunately, according to 

literature surveyed by this study, many PSCs in the world do not enjoy autonomy, even 

that of Canada which found to be effective after reformation, autonomy has still been 

seen to be a challenge.  

5.3 Conclusion 

This chapter has discussed findings of the study. In general information, it has been seen 

that the respondents are from two organizations which is PSC the supervisory body 

under investigation and PSRS the practitioner of recruitment and selection in the public 

service. Percentage of female respondents was higher than that of male respondents. The 

education levels of respondents were higher which include Bachelor and Master 

Degrees. Majority of respondents had working experience of less than five years. The 

discussion also focused on three specific objectives of the study. In first objective, the 

finding is that PSRS to a greater extent adheres to the recruitment and selection 

guidelines issued by PSC. In second objective, the finding is that, there is less efficiency 

in monitoring and evaluation conducted by PSC towards compliance with rules and 

regulations guiding recruitment and selection.  In last objective, the conclusion is that 

the factors hindering regulatory measures taken by PSC against violation of rules and 

regulations guiding recruitment and selection are inadequate resources, lack of 

disciplinary powers, structural limitations and lack of autonomy.  
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CHAPTER SIX 

SUMMARY, CONCLUSIONS AND POLICY IMPLICATIONS 

 

6.0 Introduction 

This chapter covers three major parts which are summary of the study, conclusions and 

policy implications. Summary of the study gives a brief explanation about the topic, its 

specific objectives, method of data collection and findings of the study. Conclusion 

gives a brief about the findings. Policy implications explain the effects of study findings 

to the existent policies. Additionally, this chapter shall cover recommendations and 

identification on area for further study. 

6.1 Summary of the study 

This study was evaluating the supervisory function of Public Service Commission in 

recruitment and selection of public servants. In evaluating this function, the study covers 

three major specific objectives. First objective was to find out at what extent recruitment 

and selection guidelines issued by PSC are being adhered by the responsible body in 

recruitment and selection which is PSRS. The second objective was to examine the 

efficiency of Monitoring and evaluation done by PSC towards compliance of rules and 

regulations in recruitment and selection. The last objective was to determine factors 

hindering regulatory measures taken by PSC against violations of recruitment and 

selection guidelines. The sample of the study includes thirty seven respondents from 

both PSC and PSRS. Among them three were heads of department which were 

interviewed. The sample was obtained through judgmental/purposive sampling. The 

methods on data collection for primary data were questionnaires and interview while for 

secondary data was documentary review. After collection of data, analysis was done 

using computer programme package known as SPSS. The aim of analysis was to give 

answers to the research questions which can lead to interpretation.  

 

After data analysis, the findings of the study were obtained. According to first objective 

the finding was that, the recruitment and selection guidelines issued by PSC are to a 
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greater extent adhered by PSRS.  Another finding according to second objective is that, 

Monitoring and Evaluation (M and E) which is done by PSC on compliance of rules and 

regulations in recruitment and selection is of less efficiency. The last finding according 

to third objective is that, there are number of factors which hinder regulatory measures 

taken by PSC against violations of recruitment and selection guidelines. These factors 

include inadequate resources, lack of disciplinary powers or enforcement powers, 

structural limitations and lack of autonomy.  

6.2 Conclusion 

Recruitment and Selection is the backbone of any organization which aspires best 

performance in its operation. Currently, recruitment and selection in the public service is 

done by PSRS. Since this task is so crucial and for the sake of check and balance, this 

task is not left solely without an overseer. PSC is the overseer of recruitment and 

selection in the public service. The main objective of this study was to evaluate the 

supervisory function of PSC in this area. The findings show that in fulfilling this role 

there are achievements and shortcomings. The achievement of PSC in its supervisory 

role is that, it manages to prepare recruitment guidelines and distribute them to the 

PSRS. Another achievement is that, PSRS to a greater extent adheres to these guidelines 

distributed to them by PSC. The shortcomings side is that, PSC has less efficiency in 

conducting Monitoring and Evaluation towards compliance with recruitment guidelines. 

Another shortcoming is that, there are number of factors which hinder regulatory 

measures taken by PSC against violations of recruitment and selection guidelines. These 

factors include inadequate resources, lack of disciplinary powers or enforcement powers, 

structural limitations and lack of autonomy.   

6.3 Policy Implications 

PSC has been given role of supervision on recruitment and selection by the Public 

Service Act no. 8 of 2002. This is the main principal Act governing the public service. 

The findings show that one of the factors that hinder regulatory measures taken by PSC 

is lacking of authority in taking disciplinary steps in case of violations. This gives 
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tolerance on recurring of violations. In actuality, the present Public Service Act makes 

PSC more as a recommending body rather than a regulatory body. This is due to the fact 

that it has deprived it with appropriate authority. This is also contrary to Henry Fayol 

principles of management which states that responsibilities should go along with 

authority. In future, the policies formed PSC should be amended so to make PSC more 

authoritative.  

6.4 Recommendations  

In evaluating the supervisory function of PSC in recruitment and selection the study 

findings have shown some achievements and shortcomings. Regarding the shortcomings 

identified by the study, the recommendations are as follows: 

 

 Supply of adequate resources. The findings have shown that PSC does not 

receive enough funds to enhance M and E and supervise effectively, hence PSC 

should be supplied with adequate resources mainly funds so to enable facilitation 

of efficient monitoring and evaluation. 

 

 Necessary authority. The findings also showed that if PSC would have direct 

disciplinary powers adherence on guidelines would increase. Hence, in order to 

enforce its decisions PSC should be given necessary authority like having 

disciplinary powers and ability to award punishments when violations of 

recruitment guidelines occur. 

 

 Reformation on structure of PSC. The findings showed that structure of PSC is 

a limitation. In order to exercise independence and effectiveness in supervision, 

and also avoid influence of the government, PSC has to be separated from 

executive and be accountable under the parliament. 
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 Autonomy. The study findings also showed that autonomy would improve 

regulatory function of PSC. As a regulatory body, PSC has to be given autonomy 

so to have its own source of funds i.e. receiving levies from supervised parties, 

which will make it less dependent to the government.  

 

 Constitutional powers. Literatures surveyed have revealed that most PSCs in 

the world have been given constitutional powers. This provides intensity of their 

powers in the state. Like other PSCs in the world, Tanzanian PSC has to be given 

constitutional powers. Fortunately, and currently there are efforts on this since 

the newly proposed constitution has included PSC.  

6.5 Area for further study 

The findings of this study have shown that in fulfilling its supervisory role, PSC in some 

areas does not have satisfactory performance due to the hindering factors mentioned 

previously. For this reasons this study recommends further area of study to focus on 

“The impact of poor supervision of PSC in recruitment and selection in the public 

service”.  
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APPENDICES 

Appendix 1:   Organization chart of PSC 
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Appendix 2: Questionnaire for PSC workers 

 

 

P. O. Box 10182,  

DAR ES SALAAM. 

 

Email: manrero@yahoo.com 

Mob: 0719830300 

 

Dear respondent,  

 

I am Princilin Abraham Man, a student of Mzumbe University studying Master of 

Science in Human Resource Management (Msc HRM). One of the requirements for Msc 

HRM at Mzumbe is that students must undertake a research work. I have received an 

official permission from relevant authority to conduct research in the area of 

“Supervisory function of Public Service Commission in recruitment and selection 

of public servant in Tanzania”. The purpose of this research is for academic 

requirements and knowledge contribution in the field of Human Resource Management.  

 

I am kindly requesting your contributions towards the success of this research through 

filling this questionnaire. The questionnaire will be treated with high confidentiality and 

will be only for academic purposes. You will therefore not be asked to write your name, 

and address. 

 

Would you please, read the questions carefully and answer them, give your comments 

where it is necessary, fill the space provided or put a tick as indicated accordingly. 

 

Thank you in advance for your support and cooperation. 
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QUESIONNAIRE ID: 

 

PART I: GENERAL BACKGROUND INFORMATION (100) 

101. What is your gender? 

 

Male   

Female   

 

102. In which department do you belong?(Fill if relevant) 

 

General Administration and Personnel  

Civil Service Department  

Health Services Department  

Local Government Department  

Teachers Service Department  

 

103. What is your highest professional level? 

 

Certificate   

Ordinary Diploma  

Bachelor  degree/Advanced Diploma   

Master’s degree  

Others level (specify) 

 

 

104. How long have you been working with Public Service Commission 

 

Less than 5 years  
 

6 – 10 years    

11 – 15 years   

16 – 20 years   

More than 20 years   
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PART II: RECRUITMENT AND SELECTION GUIDELINES (200) 

201. According to section 10 of Public Service Act no. 8 of 2002 as amended by Public 

Service Act no. 18 of 2007, PSC has a function of issuing recruitment and selection 

guidelines to Recruitment Secretariat. Does PSC practically distribute these guidelines to 

them? 

Yes (          )                                                  No (            )                   I don’t know (        ) 

202. Recruitment Secretariat to a greater extent adhere to recruitment and selection 

guidelines issued by PSC. 

Strongly agree (      ) 

Agree              (       ) 

Disagree          (       ) 

Strongly disagree (      ) 

203. If you disagree on above, which reasons among the following cause Recruitment 

Secretariat not adhering to PSC guidelines? 

i. Misunderstanding of PSC guidelines (   ) 

ii. Unavailability of PSC guidelines (   ) 

iii. Defiance of Recruitment Secretariat and lack of PSC 

enforcement powers (   ) 

iv. Mention, if any 

other…………………………………………………… 

204. What do you think among the following will increase Recruitment Secretariat 

adherence to guidelines issued by PSC? 

i. Seminars, workshops and training on guidelines (   ) 

ii. Increase supply of guidelines to Secretariat (   ) 

iii. Increase of PSC enforcement powers towards Secretariat (   ) 

iv. Others (specify)……………………………………………… 
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PART III:  MONITORING AND EVALUATION (M & E) (300) 

301. Section 10 of Public Service Act no. 8 of 2002 requires PSC to conduct monitoring 

and evaluation (M & E) towards implementation of recruitment and selection guidelines. 

Does PSC manage to conduct M&E to Recruitment Secretariat? 

Yes (    )                                              No (    )               I don’t know (       ) 

302. If the answer is yes, how frequent does PSC conduct M & E to Recruitment 

Secretariat? 

    i. Once in every year (   ) ii. Depends on funds availability (   ) iii. As a need arise (   ) 

   iv. Other 

(specify)…………………………………………………………………………… 

303. Do you think the method used by PSC to conduct M & E is of higher standard? 

Yes (    )                                             No (    )               I don’t know (     ) 

304. Does PSC receives adequate resources for enhancing M & E in recruitment and 

selection?  

Yes (    )                                                      No (   )               I don’t know (       ) 

305. If the answer is no, what resource is inadequate for PSC to conduct effective M & E 

among the following? 

i. Funds (    ) 

ii. Working tools (    ) 

iii. Personnel (    ) 

iv. Other, (specify)…………………………………………………………………….. 

306. Does PSC give feedback reports or instructions to Recruitment Secretariat on areas 

to do corrections after conducting M & E? 

Yes (    )                                                    No (    )                        I don’t know (      ) 

307. If no feedback reports or instructions are given, what are the reasons among the 

following? 

i. Irresponsibility of PSC staff (    ) 

ii. Incompetency of PSC staff (    ) 

iii. Other (specify) ………………………………………………………………….. 
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PART IV: REGULATORY MEASURES (400) 

401. PSC is the overseer of merit-based recruitment and selection in the public service. 

However the reports show that there are cases of violation of policies and procedures in 

recruitment and selection. What are the factors among the following contribute to PSC 

not supervising effectively?  

i. Policies formed PSC (     ) 

ii. Inadequate resources (     ) 

iii. Both i and ii (    ) 

iv. Other 

(specify)………………………………………………………………… 

 

402. The Public Service Act no. 8 of 2002 provides that in order for PSC to take 

measures against Recruitment Secretariat in case of failure to compliance, the 

commission has to report to chief secretary for disciplinary actions. Do you think this 

method is effective to PSC supervision? 

Yes (    )                                                        No (    )                       I don’t know (     ) 

403. Do you think if PSC had direct disciplinary powers against Recruitment Secretariat 

would increase adherence on policies and procedures in recruitment and selection than at 

present state? 

Yes (     )                                                      No (     )                      I don’t know (     ) 

404. Do you think PSC performs its duties independently without any influence from 

government, friends or politicians? 

Yes (     )                                                         No (     )                          I don’t know (      ) 

405. Do you think by PSC being autonomous (having their own source of funds, staff 

and independent salary scale) will improve its regulatory function? 

406. Do you think structure of PSC is a limitation, and if PSC would be separated from 

executive and be accountable under parliament will increase its independency and 

effectiveness? 

Yes (     )                                                    No (     )                              I don’t know (     ) 
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407. Do you think PSC has limited enforcement powers, hence should be given more to 

improve supervision on recruitment and selection in the public service? 

Yes (     )                                                     No (     )                       I don’t know (     ) 

 

 

Thank you for your cooperation and God bless you! 
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Appendix 3: Questionnaire for PSRS Staff 

 

P. O. Box 10182,  

DAR ES SALAAM. 

 

Email: manrero@yahoo.com 

Mob: 0719830300 

 

Dear respondent,  

 

I am Princilin Abraham Man, a student of Mzumbe University studying Master of 

Science in Human Resource Management (Msc HRM). One of the requirements for Msc 

HRM at Mzumbe is that students must undertake a research work. I have received an 

official permission from relevant authority to conduct research in the area of 

“Supervisory function of Public Service Commission in recruitment and selection 

of public servants in Tanzania”. The purpose of this research is for academic 

requirements and knowledge contribution in the field of Human Resource Management.  

 

I am kindly requesting your contributions towards the success of this research through 

filling this questionnaire. The questionnaire will be treated with high confidentiality and 

will be only for academic purposes. You will therefore not be asked to write your name, 

and address. 

 

Would you please, read the questions carefully and answer them, give your comments 

where it is necessary, fill the space provided or put a tick as indicated accordingly. 

 

Thank you in advance for your support and cooperation. 
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QUESIONNAIRE ID: 

 

 

PART I: GENERAL BACKGROUND INFORMATION (100) 

Note: PSC−Public Service Commission 

101. What is your gender? 

 

Male   

Female   

 

102. In which department do you belong?(Fill if relevant) 

 

General Administration and Personnel  

Others (specify)  

 

103. What is your highest professional level? 

 

Certificate   

Ordinary Diploma  

Bachelor  degree/Advanced Diploma   

Master’s degree  

Others level (specify) 

 

 

104. How long have you been working with Public Service Recruitment Secretariat?  

 

Less than 5 years  
 

6 – 10 years    

11 – 15 years   

16 – 20 years   

More than 20 years   
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PART II: RECRUITMENT AND SELECTION GUIDELINES (200) 

201. According to section 10 of Public Service Act no. 8 of 2002 as amended by Public 

Service Act no. 18 of 2007, PSC has a function of issuing recruitment and selection 

guidelines to Recruitment Secretariat. Does PSC practically distribute these guidelines to 

Secretariat? 

Yes (          )                                                  No (            )                   I don’t know (        ) 

 

202. Recruitment Secretariat to a greater extent adhere to recruitment and selection 

guidelines issued by PSC. 

Strongly agree (      ) 

Agree              (       ) 

Disagree          (       ) 

Strongly disagree (      ) 

 

203. If you disagree on above, which reasons among the following cause Recruitment 

Secretariat not adhering to PSC guidelines? 

i. Misunderstanding of PSC guidelines (   ) 

ii. Unavailability of PSC guidelines (   ) 

iii. Lack of PSC enforcement powers (   ) 

iv. Other (specify)…………………………………………………………… 

 

204. There are reports which show that in some cases Recruitment Secretariat violates 

recruitment and selection policies and procedures. What do you think are the reasons for 

that among the following? 

i. Misunderstanding of PSC guidelines (   ) 

ii. Unavailability of PSC guidelines (   ) 

iii. Defiance of Recruitment Secretariat and lack of PSC enforcement powers (   ) 

iv. Other (specify)…………………………………………………… 
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205. What do you think among the following will increase Recruitment Secretariat 

adherence to guidelines issued by PSC? 

i. Seminars, workshops and training on guidelines (     ) 

ii. Increase supply of guidelines to secretariat (     ) 

iii. Increase of PSC enforcement powers towards secretariat (     ) 

iv. Others (specify)……………………………………………….. 

 

PART III:  MONITORING AND EVALUATION (M & E) (300) 

301. Section 10 of Public Service Act no. 8 of 2002 requires PSC to conduct monitoring 

and evaluation (M & E) towards implementation of recruitment and selection guidelines. 

Does PSC manage to conduct M&E or Compliance inspection to Recruitment 

Secretariat? 

Yes (    )                                              No (    )               I don’t know (       ) 

 

302. If the answer is yes, how frequent does PSC conduct M & E to Recruitment 

Secretariat? 

  i. Once in every year (   ) ii. Depends on funds availability (   ) iii. As a need arise (   ) 

   iv. Other (specify)………………………………………………………… 

 

303. Do you think the methods used by PSC to conduct M & E or Compliance 

Inspection are of higher standard? 

Yes (    )                                             No (    )               I don’t know (     ) 

 

304. Does PSC give feedback reports or instructions to Recruitment Secretariat on areas 

to do corrections after conducting M & E or Compliance Inspection? 

Yes (    )                                                    No (    )                        I don’t know (      ) 

 

305. If no feedback reports or instructions are given, what are the reasons among the 

following? 
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i. Irresponsibility of PSC staff (    ) 

ii. Incompetency of PSC staff (    ) 

iii. Other (specify) ……………………………………………………….. 

 

PART IV: REGULATORY MEASURES (400) 

401. PSC is the overseer of merit-based recruitment and selection in the public service. 

However the reports show that there are cases of violation of policies and procedures in 

recruitment and selection. What do you think are the factors among the following 

contribute to PSC not supervising effectively?  

i. Policies formed PSC (     ) 

ii. Inadequate resources (     ) 

iii. Both of i & ii (     ) 

iv. Other (specify) …………………………………………………………………. 

 

402. The Public Service Scheme of 2003 section 28 provides that in order for PSC to 

take measures against Recruitment Secretariat or Appointing authorities in case of 

failure to compliance, the commission has to report to chief secretary for disciplinary 

actions. Do you think this method is effective to PSC supervision? 

Yes (    )                                                        No (    )                       I don’t know (     ) 

 

403. Do you think if PSC had direct disciplinary powers against Recruitment Secretariat 

would increase adherence on policies and procedures in recruitment and selection than at 

present state? 

Yes (     )                                                     No (     )                           I don’t know (     ) 

 

404. Do you think PSC performs its duties independently without any influence from 

government, friends or politicians? 

Yes (     )                                                     No (     )                        I don’t know (      ) 

 



84 

 

405. Do you think by PSC being autonomous (having their own source of funds, staff 

and independent salary scale) will improve its regulatory function? 

Yes (     )                                                   No (     )                             I don’t know (     ) 

 

406. Do you think structure of PSC is a limitation, and if PSC would be separated from 

executive and be accountable under parliament will increase its independency and 

effectiveness? 

Yes (     )                                                  No (     )                              I don’t know (     ) 

 

407. Do you think PSC has limited enforcement powers, hence should be given more to 

improve supervision on recruitment and selection in the public service? 

Yes (     )                                                  No (     )                            I don’t know (     ) 

 

Thank you for your cooperation and God bless you! 
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Appendix 4: Interview guide for managers 

 

 

1. Does the PSC issue guidelines on recruitment and selection to the public service 

recruitment secretariat? 

2. Do you think recruitment secretariat to a greater extent adhere to the guidelines 

issued by PSC? 

3. In some cases there are non-adherence to guidelines, what do you think are the 

reasons for that? 

4. What do you think will increase recruitment secretariat adherence to guidelines 

issued by PSC? 

5. Do usually PSC inspecting or do M & E to recruitment secretariat in matters 

concerning compliance to recruitment and selection practices? 

6. If yes, how frequent it is? 

7. Do you think the methods used by PSC to conduct compliance inspection or 

M&E are of higher standards or leads to achievement of targeted goals? 

8. Does PSC give feedback of their inspection to the recruitment secretariat so to 

take corrective measures? 

9. Does PSC receive adequate resources for enhancing M & E in recruitment and 

selection? 

10.  There are reports which show that in some cases there are violations of policies 

and procedures in recruitment and selection. What are the factors contributing to PSC 

not supervising effectively? 
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11. Do you think the method of reporting to chief secretary for disciplinary actions 

against recruitment secretariat or appointing authorities who violates policies and 

procedures is effective to PSC supervision? 

12. Do you think by PSC having disciplinary powers against recruitment secretariat 

or appointing authorities would increase adherence on policies and procedures in 

recruitment and selection than at present state? 

13. Do you think by PSC being autonomous (having their own source of funds, staff 

and independent salary scale) will improve its regulatory function? 

 

14. Do you think structure of PSC is a limitation, and if PSC would be separated 

from executive and be accountable under parliament will increase its independency and 

effectiveness? 

  

15. Do you think PSC has limited enforcement powers, hence should be given more 

to improve supervision on recruitment and selection in the public service? 

 

 

 

 

 


