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ABSTRACT

This study on assessment of the effectiveness of human resources planning in the local government performance in Tanzania was carried out in Morogoro Region basing on MDC. The attention has been paid much to this study due to the role of human resources in the welfare of any organization; in this case, in the welfare of the local government as it is the big implementer of the social service provision programs. The literatures review in this study was carried out which covered the conceptual definitions, theoretical analysis, empirical analysis and the analytical framework of the study. The study was a descriptive using a case study strategy. It adopted a cross-sectional research design that allowed collection of data at one point in time using more than one technique. The data were analysed by using SPSS computer software. The analysis was largely descriptive, involving computation of frequencies and percentages and the results are presented in form of tables, boxes, graphs and charts. From the literature review and research findings it was noted that HR is the engine of all other resources in the organization and the MDC is using HRP whereby all the departments are involved in the process and but there is  no computer packages for supporting HR function in MDC. Finally the study proposes the MDC to have the IT Section with special software package in order to facilitate the HR department in solving various problems associated with HR functions and the government has to establish special policy to guide various aspects in HR department such as motivation aspect.
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CHAPTER ONE

INTRODUCTION
1.1 OVERVIEW OF THE STUDY
This chapter introduces the background in the assessment of human resources planning in Tanzania. Also it defines the problem, states the objectives of the study, its questions and relevance of the study.
1.2 THE CONTEXT OF THE STUDY
HRP is the process through which the management determines how the organization should move from its current man-power position to its defined position. Through planning management strive to have the right number and the right kinds of people, at right place at right time doing things which result in both organization and the individual receiving maximum long -run benefits (Vetter, 1967). HRP determines how to acquire and maintain human capital in terms of number and quality in order to improve the organizational capabilities and hence allow it to achieve its intended goals. HRP attempts to match the supply of human resources with the requirement for those resources.   Nkomo (1987) points out that, HRP has a positive impact on organization performance.
Human resource planning is a very important aspect for the welfare of any organization. This is due to the fact that, the organizational most valued assets is people who individually or collectively contribute to the achievement of its objectives. Human resources play a critical role in any organization local government in particular in delivering public services. These services include health, education, water supplies, transport services and others. Human resources are critical in achieving the socio-economic development goals of developed and developing countries. These goals include national as well as international goals such as the Millennium Development Goals (Yambesi, 2009).  He maintains that human resource is the valuable assets which are necessary to support strategy of the organization. The human resource planning process is the essential tool to identify the appropriate workforce staffing levels and justify budget allocations so that organizations can meet their objectives (Keel, n.d). HRP ensures that the organization develops and maintains   talented and energetic workforce to support organizational Mission, objectives and strategies.
In many parts of the world, organizations are operating in a rapidly changing environment such as demographic shift, changes in technology and heightened international competition, and these changes have made various important implications in human resources practices one important practice being HRP (Jackson and Schuler, 1990). However, Human resources planning have traditionally been used by organization to ensure that the right people are in the right job, at the right time doing the right jobs (ibid). Under past condition of relative environments, certainty and stability, human resources planning focused on the short-term which were dictated largely by line management concerned. With increasing environmental instability, demographic shift, changes in technology and heightened international competition, the need for  and the nature of human resources planning is the leading  organization practices (Jackson and Schuler, 1990, p.1). Organizations are now evolving into more complex but non-traditional structures in order to be competitive and attract and retain the key individuals upon which its success depends. Effective human resources planning have become even important in these highly competitive global business environments of the 21st century. 

Tanzania has been taking various initiatives to strengthen the human resources management. It showed a strong commitment   to systematic human resources   planning in order to achieve   self sufficiency in human resources (Cliffe and Soul, 1973). The efforts have gone through various phases. It began from after independence (1961) to 1980s, then from 1980s to 1990s and from 1990s to date. The phase from 1961 to 1980 was based on localizing the human resources and the primary objective of human resources planning, then known as manpower planning, was the elimination of acute manpower shortages at the high and middle-levels, and the target of achieving self-sufficiency in “manpower” by the year 1980. 

The government undertook various steps to implement the strategy to address the human resources situation. These being institutionalization of the human resources planning function, carrying out human resource plans “Africanisation” of the public service; and preparation and Implementation of Human Resource Development Programme (Yambesi, 2009). However the development of human resources was based on quantity than quality of personnel and also, emphasizing on the educational level of the Tanzanian. Human resource was recognised as the foundation for development efforts (ibid).
In the period between 1980s and 1990s following the economic down-turn the government abandoned the Human Resources planning at national level. Human Resources Planning took the perspective of downsizing of human resources instead of planning for human resources. Due to budget constraints which were caused by the economic crisis, the government established personnel emolument budget. Despite these efforts, the human resources planning function remained dominant. From 1990s to date the government embarked on another strategy that is public service reform program (PSRP) its elements, among others, being decentralization of the process and systems and institutionalization of meritocracy. 
This process resulted to the establishment of public service management and employment policy and public service Act which among other things intended to establish the public services commission and to provide some matters related to it (The Public Service Act, 2002). Generally, in Tanzania there has been increase interest in HRP in order to ensure that there is constant supply of labour. This is revealed through the introduction of various organs responsible for Civil service matters such as Civil service department, civil service training centre and Public service Commission to mention just few.
 Many countries have recognized decentralization  as a basic strategy of development  and has became essential, as many scholars  and politicians,  progressively recognized  the important of gaining support  of the people at the grassroots  in implementing  the development programs (Baguma, 1977).   Through decentralization, the local government is established; the stated basic functions being,  Maintenance of law, order and good governance,  Promotion of economic and social welfare of the people within their areas of jurisdiction and  ensuring effective and equitable delivery of qualitative and quantitative services to the people within their areas of jurisdiction (Local Government System in Tanzania, 2006). Later, increasing the efforts to reduce poverty, the government of Tanzania, in 1990’s, embarked on Civil Services Reform Programs (CSRP), the aim was to improve the human resource aspect, planning in particular,                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                          in order to enhance the functions that asserted to the local government (URT, 2004).
The Tanzania development vision 2025 provides the guiding framework for sectoral policies. Specific targets includes; a high quality livelihood, which is characterized by sustainable and shared growth (equity), and freedom from absolute poverty; good governance and the rule of law; and a strong and competitive economy capable of producing sustainable growth and shared benefits. Along with the Tanzania development vision 2025, the government of the united Republic of Tanzania   has launched National Strategy for Growth and Reduction of Poverty (NSGRP) (URT, 2005). In its 3rd cluster   of strategy has paid attention on the effective public services framework as a foundation for improvement in services delivery and poverty reduction. 
Local governments are basically forming the foundation for implementation of various strategies of the government through building the autonomy and capacity of LGA’s (Kabagire, 2006). For example PMO_RALG and LGA”S are mentioned around 80% of the MKUKUTA clusters strategies as the main actors responsible for its implementation. However the achievement of all those strategies can only be attempted through effective HRP (Kabagire, 2006). Tanzania embarked on the local government reform program (LGRP) in order to enhance the local government performance, hence to improve the social and economic development of the people at the grassroots. Still HR development has been viewed as the important vehicle in the achievement of the goal of the LGRP (Ngwilizi, 2002). 
Following the decentralization, the LGA’s has fully responsibility for planning, rewarding, recruiting, promoting, disciplining, development and firing of their personnel (Kabagire, 2006). It can be noted that LGA’s have the role to play in terms of HRM in general, HRP in particular. Ngware (2005) points out that HRP is the very important aspect of the improvement of LGRP and any other reform. However, since independence, the weakness in HR has been noted as the reason for failure of LGRP performance and its strengthness (PMO, n.d.), and this problem developed due to poor HRP by the government (ibid).  From the facts put forward   around the introduction above, the researcher wanted to assess the effectiveness of HRP in local government in Tanzania given the changing environmental context, demographic shift, changes in technology and heightened international competition.
1.3 STATEMENT OF THE PROBLEM

The issue of human resources planning in Tanzania has been paid attention since the attainment of independence. Various efforts have been done by the government to improve the human resources in the local government in Tanzania.  The reason for this improvement is to improve the public social services provision to the people. But, basically, because human resource is certainly the most important factor of production as it has ability to transform all other factors for the betterment of human life and human welfare. Developing and utilizing these resources effectively increases its productivity and its capital value. The Local Government councils as the appointing authority and employers for all local government personnel including teachers, health staffs, agricultural staffs and other departments, has the role to ensure human resources function is done accordingly so as to improve its performance.  
The government established the public service management and employment policy which intended to bring changes in the public service in the country. The policy incorporated the HRP including new employment, promotion, training and development, retirement and turnover (URT, 2004). The policy insisted on each sector to have medium HR Plan and yearly HR plan, forecasted according to the demands of the strategies/ objectives to be achieved in the organization in terms of quality and quantity. All these being the efforts to ensure that the employees are according to the required number and quality in every sector/organization, hence, promote human resources development efforts.   
Despite the human resources development efforts, problems are still happening. For example in Arusha the labourers in the health department demonstrated in order to enforce the local government of Tanzania to increase their wages (Mwananchi No. 03124 of December 31, 2008). In Morogoro it has been reported that there is highly concentration of patients due to deficient in the number of doctors and nurses, and also there is a shortage of teachers in the rural areas (ibid). Generally, for the implementation of the programs in the local government, little is known on the effectiveness of the human resources management in terms of planning, particularly, the maintenance of employees in terms of number and quality in line with HRP programs. The level of performance necessary to deliver effective human resources planning is little acknowledged. It is from this view that the researcher wanted to make an assessment on the effectiveness of HRP in local government in Tanzania, a case of Morogoro district council.
1.4 OBJECTIVES OF THE STUDY
1.4.1 General objective
The overall objective of this study was to make an assessment on the effectiveness of the local government on human resources planning in Tanzania, as an essential aspect of ensuring efficient provision of the public services to the end users.
1.4.2 Specific objectives

Specifically the study intended to:

i) To examine the ability of the human resources policies and programs in achieving organizational goals.
ii) To identify the people involved in human resources planning in local government.

iii) To determine the link between human resources plans and strategic business plans in the local government.

iv) To identify the methods used by the local government to forecast demand and supply of the workforces in the local government department in Tanzania.

1.5 RESEARCH QUESTIONS

In order to achieve the intended study objectives, the following research question guided the study.
i) Are the local government human resources policies and programs having ability to achieve the organization goals?

ii) Is there any link between human resources planning and organizational goals or objectives?

iii) Which methods are used by the local government in forecasting demand and supply human resources?

iv) Who are the people involved in the human resources planning in the local government?
1.6 RELEVANCE OF THE STUDY
This study was worth undertaking as it intended to provide the light on the potentials of the human resources planning in the local government in the provision of public services to the society in general.  The study intended to document the current human resources status in the local government in Tanzania and hence forming the bases for recommendations to policy makers and human resources department on improving human resources management in the local government. At the end of the study it was expected that the local government authority will get informed about the technical issues that are important to note on the human resources department as an essential aspect in the implementation of the local government programs. This study was worth undertaking as its findings and report is presented to the open university of Tanzania to be assessed and evaluated for Masters Degree qualification for the researcher.

1.7 SUMMARY

This chapter has provided the background of the study, and the statement of the problem. It is clear that the research intended to answer a certain question which was also enshrined in this part as well as the objectives of the study and the relevant of the study.

CHAPTER TWO
LITURATURE REVIEW
2.1 OVERVIEW

Human resources planning do not occur in vacuum. There are people who have written about it from human resources management knowledge. Therefore, this chapter presents the understanding of various people on various issues on human resources management in general, HRP in particular. The chapter writes first about the conceptual definitions and theoretical analysis /various perspectives. These parts are followed by empirical analysis and analytical framework which will presents variables/elements of the conceptual framework. The next section presents about the relationship between the elements of the conceptual framework and the last part is the summary of the chapter.

2.2 CONCEPTUAL DEFINITIONS

2.2.1 Human resources Management (HRM)

HRM is the process of attracting, developing and maintaining the talented and energetic workforce to support organizational mission, objectives and structures. Human resources management is referred also as a strategic and coherent approach to the management of an organization’s most valued assets - the people working with the organization who individually and collectively contribute to the achievement of its objectives (Armstrong, 2001, 2006). Therefore, HRM is a strategic approach to acquiring, developing, managing, motivating, improving culture and altitudes, and gaining commitment of the organization’s key resources that is the people who work in the organization.
2.2.2 Human resources planning (HRP)

            HRP is the attempt to forecast how many and what kind of employees will be required in the future and to determine the extent this demand is likely to be met.  Human resource planning is defined by Klemain (2005) as the process of identifying and responding to organizational needs and charting new policies, systems and programs that will assure effectiveness of human resources management under changing conditions. It is sometimes referred to as a process of gathering and using information to support decisions about investing resources in Human resources activities (Bouldrean and Malkovich, 1991). Vetter (1967) defined human resources planning as the process by which the management determines how the organization should move from its manpower position to its desired position. Generally HRP is all about demand and supply forecasting in the organization. The main objective of human resources planning is to increase organizational effectiveness. HRP is integrated to the short-term and long term business objectives and plans (Jackson and Schuler, 1987, 1990). 
2.2.3 Effectiveness
Effectiveness is defined as the degree to which an organization releases its goals (Robbins, 1990). In relation to human resources planning, effectiveness is to make future demand and supply in the workforce coincide optimally for the purpose of achieving the short-term and long term organizational objectives. Therefore effective human resource planning is the degree to which the organization realizes demand & supply forecast of the workforce optimally (Ivancevich, 1995, and Mondy and Robert, 1984). The effective human resources planning can be achieved when the human department is organized from the senior position which enables the department to be involved in making policies, practices programmes and systems that advances skills and increase motivation of staffs 
2.2.4 Local Government

Local government means the   government in defined parts of the country (cities, towns and 
Other areas) within the limit of the power and function continued by the higher authority
(Reddy, 1992).
2.3 THEORETICAL ANALYSIS
            Human resources planning being the human resource practice is practiced in line with specific human resources management theories. There are various theories for describing the human resources practices which also determine the human resources planning practices.
2.3.1 Behavioural Perspectives
Behavioural theory is one of the popular theoretical perspectives that focus on the role behaviour of the employee as the moderator between strategy and firm performance. Katz &Kahn (Jackson and Schuler, 1995, p.239) defined role behaviours as "the recurring actions of an individual, appropriately interrelated with the repetitive activities of others so as to yield a predictable outcome” .The theory assumes that the purpose of management in the organization is to elicit control of the employee altitudes and behaviours. The specific altitudes and behaviours that will be most effective for organizations differ depending on various characteristics of the organization including the organizational strategy (Jackson and Schuler, 1987). However this theory does not focus on the knowledge, skills and ability of the employees but rather on the role behaviours as the interdependent component that make up the organization system (Jackson and Schuler, 1995). The rationale developed in this theory is based on what is needed from the employees, apart from the technical skills, knowledge and abilities required to perform a specific activity (ibid).

Although not ignoring the relationship with the external environment, behavioural perspectives focuses predominantly  on the throughput or transformation processes, this is evidenced by the assumption that employee role behaviours in a generic sense, is the main mediator between strategy  and the effective achievement of the strategy. While the behavioural theory based on through put, the out put of it consists of both performance (e.g., productivity) and effective out comes (e.g., Job salutation)  In the study of HRP the preferably elements in the study are demand and supply of labour it is the demand which is the input and the supply is the internal environment or practices. The quality and quantity of HR in the organization is the key in the study, but on the role behaviour that means we only deal with the quality part while ignoring the quantity side. Figure 2.1 presents the understanding of the role perspective theory.
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             Figure 2.1   A role theory perspectives (McMahan and Wright, 1992)
2.3.2 Resources – Based View of the Firm Theory

This theory is centred on the competitive advantage and sustained advantages (Barney, 1991).  Any organization needs resources, be it physical resources, human resources and organizational resources. Human resources practices can be discussed from the view of making it as resources in the organization. It has been argued from the firm’s resources point of view that to provide sustained competitive advantages the resources must be unique or rare among coherent potential commodities in the organization. Thus, the resource based view demonstrates the fact that, strategies are not universally implementable, but are Contingent on having the human resources (personnel) base necessary to implement them (Jackson and Schuler, 1987). 
 Human resources can serve as a competitive advantage (ibid). The potential of capitalizing on superior human resources management is the means of maintaining competitive advantage. Ulrich (1991) relies on resource based theoretical perspective in describing human resources as a competitive advantages tool. He included organizational culture, distinctive competence and strategic unit as a moderator in the strategic competitive link. However according to Schuler and MacMillan (1984) the organisation must be organised and ensure that their people are correctly trained so that they have the necessary knowledge, skills and capabilities to grasp opportunities when they arise 
.
This theory is relevant in this study on the ground that, HRP expects the competitive advantages in the organization (Kleiman, 2005; Wright et al, 1994). HRP is done in the organization because it is assumed that HR adds value in the firm but sometimes we need to plan in order to get unique human resources. This theory focus only on how personnel are seen as resources in the firm, but not on how they are obtained. We need a theory that will focus on the external environment because this theory only focuses on the internal analysis of the firm. From the view of HRP as the practices of the HRM which considers both the demand and supply of labour, this theory only assumes the labours which are already in the organization and their implication in the firm. Not ignoring the whole concept of this theory but we need another idea which will complement this theoretical formulation because this is the practice oriented perspective (McMahan and Wright, 1992). However I would argue that looking on the internal analysis only is not enough, there is a need to look on the external analysis as a complement to the internal analysis; and this is the weakness of this theory.
2.3.3 Cybernetic Systems Model

Cybernetic Systems Model is the model which is based on the system perspective. However it varies in the types of the system; some will focus on the open system which provides an exchange with the environment, and others focus on the closed system like the behavioural model.  Open system models are based on the assumptions that organization can be described as the input, throughput, and output system involved in the surrounding with the environment. According to Katz and Kahn (1978) activities in the systems consists of energetic input like people, money, technology etc; the transformation of energies within the system (i.e. putting the inputs to work together) and the resulting products or energetic output. Central to open system model is the idea of a negative feedback loop that informs the systems that is not functioning effectively, there by allowing changes to reduce discrepancies. Snell (1992) used this model of human resource systems for generalizing HRM strategies; he proposed that the inputs in the HR systems are competencies (skills & abilities) of the individual in the organization that the firm must import from the external environment.
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Figure 2.2 Cybernetics models of human resources systems (McMahan and Wright, 1992)
Combining the two models, one can come up with only one model called control theory.  In control theory various HR practices can be combined into three types of control systems, behaviours control, output control and input control (Snell, 1992). This model is dynamic model of constant environmental monitoring and internal adjustment. In any organization human resources is viewed as input in the strategy formulation in terms of its knowledge, skills & abilities. However the implementation of the programs needs the organization to mediate the implementation, but also, to achieve the output needs the human resources, where productivity, satisfaction & turnover can be the result of the human resources. From the points made above, the researcher would commend the HRM practices to be seen on the system point of view rather than concentrating on either a resources or behaviours point of view only.

This theory is relevant to this study as it combines all elements which are very important in the HRP. HRP as it involves making the optimal between the demand and supply, the environment the input, the throughput and the output are very important variables. However we need to plan for human resources due to the external environment which compete for these resources, and at the same time the firms expect to transform the strategies into output which are the productivity, satisfaction and turnover of the firm.  It can be recommended that this theory is the superior theory from the other two theories that have been discussed. The reason is that, this theory considers the systematic approach model which includes input, throughput and output as the important variables.
2.4 EMPERICAL ANALYSIS

2.4.1 GENERAL EMPERICAL STUDIES
To be successful in the current rapidly changing world, there is need for organizations to maximize the productivity of all resources – physical, financial, information, time and human. The management of human resources differentiates between the focused and non focused organization (Angote, 2009). Various efforts have been taking place in various countries in the world to improve human resources related activities the improvement being done in the name of public service reform, the reform of public servant (ILO, 1998). In the 1980s, the United Kingdom, New Zealand and Australia underwent wide-covering changes in the public administration (ibid). The changes was also demanded the change of the management. Some of the forces that influence these changes include the idea of good governance, democratization concept, globalization, demographic change and technological change.  In the developed countries the changes in the public sector were influenced by globalization and privatization process, for example Germany (ibid).
Most agencies are in some way measuring the efficiency and/or effectiveness of the HR function. These measures, however, are generally output-oriented, focusing on internal HR Processes and activities, and are used to make improvements to HR-specific policies and Procedure.  Highly skilled individuals from African migrate to the developed industrial countries in search for economic advancement.  From the study by world Bank little universities in Africa; strategies for stabilization and revitalization, 1992, It was noted that some 23,000 academic staff migrate from Africa each year. I would agree that in any organization when planning for human resources it is fundamental to consider the individual advancement in order to have a sustained competitive advantage in the organization.
2.4.2 STUDIES IN AFRICAN COUNTRIES
Human resource planning is an important pre-requisite for national development. Most of the African countries have recouped the importance of human resources planning since the attainment of independence. Shangali (2009) argued that African country among other problem that are facing is how to have effective government run by the quality human resources. One can commend that the human resources planning in African countries is not linked with the objectives of the respective countries. Lack of professional competent man power has been addressed as the huge challenge which faces these countries. Yambesi (2009) supported this argument by asserting that many African countries continue to face human resource management (HRM) problems, in general and HRP, in particular. Among these obstacles are misplaced priorities, lack of coherent policies and appropriate planning processes, inadequate management capacity, poorly developed methodology, and lack of essential information.
Gatachew (1998) has written that, African countries have expended a significant part of their meagre resources in planning, development and utilization of human resources.  Even the education policy in the decolonized African was based on human resources needs, in order to ensure that the number of African employees tall to that of departing colonial civil servants in so as to be able to carry out the economic achievement and growth. However most plans in African countries are politically motivated and so they lack vision and to zeal to improve the life of the larger population in a specific society or fail to narrow the gap in social inequalities (Gatachew, 1998). Gatachew adds that, HRP in African countries is beset by data constraints, limited organization capability planning units and limitations of methodology and models on playing with the human resources planning.
Human resources planning in Africa are not consistent as Shangali (2009) asserted that it is having uncoordinated approaches. In fact there is no match between demand and supply of human resources. It has been argued that people get training or educated for non existing jobs, and so fail to absorb trained and highly educated people, and status inconstancy where by people occupy high level jobs or are given little that are inconsistent with their training. Those short-comings are not unique to the less industrialized countries. Some human resources planning in African are just because of the intrusive forces that dictate conditions in their countries and derail them for their plans. A good examples is the structural adjustment programs (SAPS) as promoted by the World Bank (WB) and international monetary fund (IMF) which is argued, that it has facilitated to unemployment and under employment in the less developed countries (Gatachew, 1998).
2.4.3 EMPIRICAL STUDIES IN TANZANIA

Cliff and Saul (1973), in reporting Arkadre, pointed out that Tanzania is one of the countries which had a feature of commitment to systematic manpower planning in the early years after independence.  That, over 85% of the jobs in Tanzania, which required a university degree were occupied by non-Africans. Katabaro and Mbelle (1994) stated that in the time of independence Tanzania faced shortage of manpower hence depended on the foreign expertise. As the education expanded, targets were set out in the plan; the Tanzanians have been increasing in almost all sectors in the government. Tanzania expanded the planning of human resources through education policy as recommendations from the World Bank in order to replace the departing British civil servants. The question of globalization and global changes requires organization in Tanzania to move people, ideas, products and information around the world to meet the local needs. So, human resources planning must consider people as resources, which is an input in the organization and in that case, other organization or countries need them (URT, 2003). 
Tanzania still needs highly qualified HR managers to meet challenges of the globalization; other wise there will be a loss of employees and get replaced by foreigners through competition during this era of globalization. Special department has been established to deal with human resources planning function (The Public Service Act, 2002. However, still Tanzania faces the problem of maintaining the human capital or the intellectual capital which is the very important source of competitive advantages in the organization. The main challenge is how to maintain and compensate employees in the shape of the talented individuals. These employees can drive a global organization that is both responsive to its customers and the burgeoning opportunities of technology (Armstrong, 2001). In Tanzania there is a problem also of workers to leave the organization due to pay system which does not improve motivational purposes. So far Tanzania has no comprehensive policy which is multi-sectoral on human resources development. But rather there are fragmented policies in different sectors (URT, n.d.). This is one of the points to be made clear when planning for human resources. The researcher argues on the importance of considering the HRP approach which tackles the environmental culture rather than the traditional one.
2.5 ANALYTICAL FRAMEWORKS FOR THE STUDY
2.5.1 The underlying assumptions

Human resources which are well planned are expected to play an important role in the national development (Gatachew, 1998). The human resource is certainly the most important factor of production because it is capable of transforming all the other factors for the betterment of human life and human welfare. Developing and using these resources effectively increase its productivity and capital values. Thus, human resources planning must be one of the leading objectives on the national development Agenda. The assumption is that the right number and right quality of employees in any organization will determine the quality and quantity of the expected outcomes and these can be achieved if the HRP function is organized from the top management.
2.5.1.1 The link between HRM practices to   organizational Goals:
Human resources planning are the thread that ties together all the human resources activities and integrates them with the rest of the organization goals (Susan and Schuler, 1990).  According to Kleiman (2003, p.61) human resources planning help to acquire competitive advantage in the organization. And in order to ensure competitive advantage the human resources planning should support business needs or organizational goals.  To be relevant human resources planning needs to be clearly tied to the organization business objectives (Mondy and Robert, 1984). The plan must rest on the solid foundation of information about services quality, market trends, technology advances, and major changes in processes of productivity. The management of human resources is an integral part of how an agency is going to achieve its mission goals. Without people, there is no one to do the work. Therefore, integrating HRM into the organization strategic plan is the first step in aligning it with the mission (United States of America, 1999).
2.5.1.2 Importance of human resources planning
Bennett and Graham (1998) explains the importance of human resources planning, that it can help management in making decision in the areas of recruitment, avoidance of redundancies, training, numbers and categories, Management development, estimates of labour costs, Productivity bargaining and accommodation requirements. Human resources planning need a continuous adjustment because the goals of an organization are unstable and its environment is uncertain and therefore it helps the organization to coup with changing environment (Torrington and Hall, 1987). They further stipulate that HR planning is one of the tools for communication and control in the organization (ibid). Cornelius (2001) stated that, the human resource planning is concerned with   attracting the right employees and therefore help the organization to have the right employees. It gives the organization a competitive edge; it is also concerned to retain and to grow and develop those employees in order to enable them make the better contribution to organizational effectiveness (ibid).
2.5.1.3 The purpose of Human resources planning

The main purpose of human resources planning is to ensure that employees are available with the appropriate characteristics and skills when and where the organization needs them (Kleiman, 2005; Cornelius, 2001). Through the human resources planning processes an organization can generate a list of future human resources needs (for example future vacancies and the type of people needed to fill them) and a plan for meeting them. Cornelius (2001) in the book Human Resources Management; A managerial Perspective noted that human resources planning provides for the guide to recruitment in the organization. To define plans at these human resources needs, the organization forecasts its demand for human resources and then forecasts its supply at last determines the difference between the two the human resources aspects (Kleiman, 2005). Jackson and Schuler (1987) stated the main purpose of HRP as to support the short-term and long term organizational objectives and plans.
2.5.1.4 Method used in Human resources planning
Several scholars have written about how a company can determine its human resources needs and define plans on how to meet these needs.  Mondy and Robert (1984) in their book titled the Management of human resources have written two types of techniques of forecasting demands, these are and quantitative based techniques. Torrington and Hall (1987) termed qualitative based techniques as Delphi technique, where a series of questions are sent to experts to be completed anonymously until a consensus on the forecasted demands is reached. The same method Kleiman (2005) called Judgmental methods where the demand is forecasted using the panel of experts who are asked to put their heads together. Kleiman (2005) puts forward further that sales force estimates can be used to represent another judgmental approach for human resources demand. Other methods are statistical or mathematical oriented (Kleiman, 2005, Mondy and Robert, 1984) According to these scholars; the methods are trend analysis, ratio analysis, and regression analysis and simulation methods. In a simple understanding these methods do forecasting of demand basing on the relationship between the business factor and work force size (Kleiman, 2005).
2.5.1.5 Some issues related to human resources planning
A sound planning needs to be based on the principles and actions:

· Human resources have to be fully integrated into the other areas of organization’s strategy and planning.

· Senior Management must give a lead in stressing its importance through out the organization.

· In large organizations central human resources planning unit has to be established.

· The time span to be covered by the plan needs to be defined e.g. 1990 – to – 1995, 1991 – 1996 or 1992 – 1997. This is five years plan.

· The scope and details of the plan have to be determined.

· Human resources must be based on the comprehensive and accurate information that is possible and necessary.

2.5.1.6 Relationships between H R P practice and the future of the organization

Human resources planning can be used to solve or to determine the future consideration of the organization. Reilly (1996) discussed that human resource planning has to do with determining the number of employees to be employed at a new location and can be applied to any exercise to define workforce requirements, whether it be a business start up, relocation or the opening of new factory or office.  It is also possible with human resources planning to manage an effective downsizing program painlessly and determine the appropriate recruitment levels. According to Lethbridge (2004) human resource development in general and HRP in particular is gradually being recognized as crucial to future reforms and the formulation of sectoral policy.

Also the human resources planning, determines where the next generation of managers will come from. All these need planning as a route towards the preparation of the future work force (Reilly, 1996, Hall and Torrington, 1987). Throughout this literature review, the author has noted that human resources planning acts as a touch for the future of the organization, as a strategy for programming and as a tools to communicate and control (Hall and Torrington, 1987).

2.5.2 Variables in the framework

The framework consists of various variables which is shows in figure 2.3. The various variables related to this study are discussed as follows;-
2.5.2.1 Organization objectives/strategy

This is the desired outcomes that must be reached for the firm to accomplish its mission. (Kleiman, 2005) Once the strategies are set, the human resources management department must do its part to ensure the strategy succeeds, there by, helping the organization to achieve its objectives (Ivancevich, 1995). Human resources planning enable the organization to have the necessary workers to support its mission and strategic plan.
2.5.2.2 Human resources demand

This refers to the number and characteristics (e.g. skills, ability, pay levels, or experiences) of people needed for a particular job at a given point in time and at a particular place (Jackson  and Schuler,1990) it involves forecasting in order to estimates or calculates the organization staffing requirements. Although many quantitative tools can help in forecasting it involves a great deal of human judgments (Ivancevich, 1995).
2.5.2.3 Human resources supply

Human resources supply refers to both number and characteristics of people available for those particular jobs. Some of the questions that are salient include; “what jobs needs to be filled during the next 12 months?” and “how and where is the organization going to get people to fill those jobs?” (Jackson and Schuler, 1990). This involve estimates, within each job, how many current employees will remain in their position during the planning period, how many will move to another position (e.g. through transfers, promotion or demotion) and how many will leave the organization (Kleiman, 2005).
2.5.2.4 Estimating future human resources needs (planning and forecasting)
The organization achieves its staffing level through combining supply and demand of its human resources in each job group. Through this combination the organization determines the differences or rather variations between the demand and supply of human resources (Keel, n.d.). This process of determining the workforce demand and supply projection is called gap analysis and it reflects the varieties of available human resources planning practices and models, their assumptions, methods, data requirements, and limitations. There may be oversupply or undersupply of human resources. At this stage organization plans the programs in response to the outcome of the variation of demand and supply of human resources (Beardwell and Holden, 1994).
2.5.2.4.1 Action decision with undersupply of human resources

When the HR manager discovers that the supply is less than the demand of HR several possibilities are open to the organization. If the shortage is small the employees are willing to work for overtime. If there is a shortage of highly skilled employees, training and promotion of present employees together with recruiting the lower skilled employees are the possibilities. Also the organization can call for the laid-offs employees, employ for the part-time workers or use subcontractors (Ivancevich, 1995). Sometimes the management can improve the compensation rate in order the show that the management cares for their individual needs and improve job satisfaction. Lastly the organization can make job design and improve retention rates by offering benefit packages (Kleiman, 2005).
2.5.2.4.2 Action decision with oversupply of human resources

When the HR manager discovers that the supply is more than the demand of HR several possibilities are open to the organization. These include early retirements, demotions, lay-offs, work creation, work sharing, pay reduction, restricted overtime, and terminations. In general where there is oversupply of human resources the need for restructuring is the best answer to this phenomena (Kleiman, 2005: p. 70, Ivancevich, 1995).
2.5.2.5 Services, provider, and system outcomes
Services, provider, and system outcomes refer to establishing the effectiveness and quality of human resource practices by examining the effect on population service needs, provider of services, job satisfaction, etc., and system costs and efficiencies (Ivancevich, 1995).
2.5.2.5 Efficient mix of human resources
Efficient mix of human resources, reflects the number and type of human resources that
Must be developed in order to achieve the best population, provider, and system outcomes.

2.5.3 Relationship between variables

This study assumes that dependent variable “organizational goals/objectives” is influenced by the practices of the HRM department, HRP in particular, including staff skills plans, motivation and fair treatment issues, pay levels designed, career development framework, performance management framework, policies and framework as well as grading and remuneration system and training. Organization goal performance is indicated by Job performance, employee’s utilization of their talents, employee’s participation in the plan of their careers, share in training and development experiences, employee’s satisfaction and low turnover, commitment, lower absenteeism and higher quality of work, as shown in figure 2.3.
The model described in figure 2.3 represents, therefore, the conceptual framework that will be applied as a theoretical underpinning for the fieldwork in this research. It is concluded from the literature review that academic research needs to increase its focus on evaluating the effectiveness of human resources planning on organizational performance. This research project will make its contribution in the position of human resources planning in Tanzania.
2.6 SUMMARY OF THE LITERATURE REVIEW

The literature review has offered the author with the understanding about the human resources planning in general. The review about the empirical analysis and the HRP conceptual framework has been explored and lastly the author has developed the hypothesis. The study assesses the effectiveness of HRP in Tanzania, thus the next chapter develops the methods that were used in this study.

Figure 2.3 The conceptual framework for the study (Ivancevich, 1995)
CHAPTER THREE

RESEARCH DESIGN

3.1 OVERVIEW

This chapter intended to give a brief description on how the study was conducted. It covered research methodology as a way of systematically solving the research problem (Kothari, 2004). The chapter covered among others research strategies, sampling design and procedures, variables and measurement procedures, methods of data collection, analysis of collected data and expected results.

3.2 RESEARCH STRATEGIES
This study was a descriptive study which employed a case study strategy. This method was seen to be useful due to resource constraints like money and labor, as it was the case in this study (Babbie, 1990). The case study was employed because it is less expensive compared to other strategies like surveys and experiments (Kothari, 2004). Also, it allows the use of various data collection methods which are observation, questionnaires, and study report of individuals guided interview and documentation as they were  used in collecting the data of this study (Kothari, 2004) However, the researcher was aware that case study can endanger the findings for false generalization, as it was studied only in a limited sphere. Despite the stated limitation the researcher was conscious of that and well knowledgeable with the data collection techniques, which helped to limit the false generalization of the findings.
3.2.1. SURVEY POPULATION
Population of the study included various staff from Morogoro district council. And these were   human resources department and other heads of the department which were Administration, finance, Land, Natural Resources and environment, Health, Primary Education, Secondary education, Community Development, Agriculture, Livestock and Cooperatives, Rural Water resources, Works and Planning. These departments were included as they were involved in the human resources activities.
3.2. 2 AREA OF THE STUDY
The study intended to assess the effectiveness of human resources planning in local government in Tanzania, confining in Morogoro, specifically Morogoro District council.  The study area was selected because it was among the councils which in various point in time reported that it was not performing well especially in education and health services. The study area was also selected because it was within the researchers’ reach as the amount of funds allocated for that research was limited. Due to budget constraints, the researcher was thus, obliged to select only the employees who are in the management team leaving the operational employees.

3.3  SAMPLING DESIGN AND PROCIDURES
3.3.1 Sample size
The total of 50 respondents were involved in the study and their distribution are, 3 from human resources department, 8 from health department,   7 from finance department, 4 from primary education department, 2 from community development department, 5 from water resources department, 5 from works department, 8 from agriculture department, 1 from secondary school department, 2 from planning department and other 5 from land, natural resources and environment. Apart from those employees the heads of department were interviewed. With exception of the heads of the departments, all other respondents were selected randomly and included in the study, this kind of selection of the sample intended to save time and cost.
3.3.2 Sampling procedures

The study used two types of sampling procedures which were purposive sampling and random sampling. Purposive sampling were applied when selecting the key informants whose knowledge and their area of expertise on human resources were of vital importance in this study, including the heads of the department, while random sampling were used to get other respondents (employees) from the same departments.
3.4 METHOD OF DATA COLLECTION
3.4.1 Social   survey

Social survey was conducted, whereby detailed structured questionnaires were used to collect primary data. Interviews were also carried out to obtain information   about human resources practices in the working place. This is not to mean that information provided from questionnaire was not included in the interview.
3.4.2   Pre Testing

Pre testing of questionnaires was carried out prior in finalization of questionnaires, where 5 respondents randomly selected from one primary education department and human resources department ‘where necessary adjustments and additions were made before carrying out the survey. The pre-test has been used in order to remove errors and ambiguities from the questionnaires. 
3.4.3 The Use of Key Informants

The discussion with few key informants such as   human resources office, HRP officer, planning officer and other department heads, with knowledge and experience with the study will be carried out to obtain information.
3.4.4 The Use of Available Data

The relevant secondary data to the problem under study was used.  These included papers, by law, regulations with regard to human resources practices and various reports   related to human resources planning. Papers such as Morogoro district council profile and the budgetary review report on the council performance
3.4.5 Structured Interview

The structured interview was used to collect data from the human resources department respondents and other selected respondents in MDC including the head of departments.
3.5 VARIABLES AND MEASUREMENT PROCIDURES

Both primary and secondary data were collected. Primary data were obtained through the use of questionnaire, interview and observation and for the case of secondary data various documents such as government laws, different reports and presentation papers were collected and then used to complement the information obtained from samples. This study aimed at assessing effectiveness of human resources planning, by assessing the achievement of district council’s objectives as the dependent variables. These variables include Commitment, Job satisfaction, and turnover, quality of job, job performance, and absenteeism. Independent variables, in this study are the human resources planning programs which include training, motivations, compensation, employee involvement and job description.
3.6   DATA PROCESSING AND ANALYSIS  
Data analysis is a process of searching for patterns or relationships among data groups (Creswell, 1994; p.154). The data are summarized, edited, coded, classified and entered into a computer and analyzed using special statistical package for social sciences (SPSS; version 12). Quantitative data are summarized and presented in tables and figures. The purpose of data analysis is to ultimately assimilate evidence to provide answers to the research questions.  Both qualitative and quantitative analysis was carried out whereby the qualitative method was used to analyze the in depth interviews. Descriptive statistics such as frequencies and percentages were determined and the information was presented in form of tables, charts and graphs.
CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 INTRODUCTION
This chapter presents the findings and discussion of the results obtained from the field. This part covers four research questions that guided the study. The chapter starts by presenting the background characteristics of the area of the study including geographical location, its vision, mission, and objectives then, follows the description of the sample of the population, focusing on sex, age, and department. It then presents human resources policies and programs in local government followed by human resources planning team. The link between human resources planning and organizational goal comes next. Lastly the chapter identifies the methods that are used to forecast demand and supply of human resources in local government. 
4.2 BACKGROUND CHARACTERISTICS OF THE STUDY AREA
4.2.1 Geographical location

Morogoro District is one among the 5 Districts in Morogoro region (appendix 4).  The district is located in north east of Morogoro region between 8o00’ and 10o00’ latitudes south of equator, also between longitudes 37o00’ and 28o22’ east.  It boarders Lindi region to the east, Ulanga and Kilombero Districts to the south, Kilosa District to the west and Mvomero District to the north.. Its offices are located within the municipality of Morogoro having eleven departments.
4.2.2 Demographic characteristics of the study population

The study considers the importance of analysing the characteristics of a study population as it helps in data interpretation. The sample for this study was drawn from eleven departments of MDC. The respondents were asked about their age, sex, education and department, as these variables were deemed important in interpretation of the data.

4.2.4.1
Sex

Figure 4.1 shows that, 54 % of the respondents were male while female respondents constitute 46 % of the total respondents. The intention was to have equal numbers of male and female respondents in this study. However, this was difficult to be achieved due to differences in their number in each department in MDC. However, the difference has no effect on the findings since it is very minimal. 
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Figure 4.1 Sex of the respondents
4.2.4.2
Age

The age distribution of the respondents was seen as an important aspect in the selection of the sample. This seems to have some implication on the understanding of various aspects in the employment matters. The respondents were between the age of 18 and 59 years. This age group is usually in the employment and that; they understand various issues related to their employment.  However it was found that, most of the employees in MDC are between the ages of 37 to 58 as shown in figure 4.2. It is shown from the figure that, about 30(60%) respondents were of the age between 37 to 58, and 18(36%) respondents were of the age between 18 and 36. The last category of respondents is of the age above 58 which according to the study are only 4% of the total sample. This indicates that the rate of retirement is low. Also it indicates that, this study had respondents who knows the organization (those of the age between 37and 58). 
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Figure 4.2 Age of respondents
4.2.4.3 Distribution of respondents according to departments

Figure 4.3 is a graphical representation of the distribution of the number of respondents in relation to the respective departments. From the figure 4.3 it can be shown that, the water resources department involved 9 respondents in the study, followed by the health department which involved 8 respondents. These are departments which have large number of employees in the management level compared to other departments. However, the figure shows that, departments of secondary school and planning have only one respondent who were included in the study in each. It was noted that in the planning department there were only 4 respondents and secondary school department involved only 2 respondents.
 It was discovered during the interview with one officer in the secondary school                              department that, the secondary school department is not well established. There are very few employees allocated at the management level. Previous this department was in the same department with the primary school department.  The two employees who are there have no offices; they are using rooms within the primary school department. Generally, the council is slow in the implementation of the decision on the establishment of the new department. Furthermore, the department which have many employees like the health and water resources have some features that make them include many employees in the study. Water resources department do not have workers in the rural areas, almost all employees are in the district head office. On the other hand, the health department has many employees and therefore many employees are at the management level compared to other departments.
[image: image4.emf]Secondary School

Finance Health Primary school

Community development

Water resources Planning Works Agriculture Human resources Land, natural resources & EnvironmentENT

0

5

10

15

20

Percent

                                       Figure 4.3 Distribution respondents by departments (n = 50)
4.3 HUMAN RESOURCES PLANNING IN THE LOCAL GOVERNMENT
The study wanted to find out whether Morogoro district council is practicing human resources planning. The results showed that, the local government is practising the human resources planning for the activities that are done in the organization related to human resources. About 47 of the respondents which is about 94% of the total respondents answered “yes” to the question which wanted to know whether their department is involved in the human resources planning process, 2 of the respondents which is 4% of the total respondents said “no” and 1 respondent said “not sure”. Table 4.1 presents these results. 
The findings depicts that, those who said “no” were from the finance department and 1 who said “not sure” was from the department of Agriculture. Education wise, all the two had the degree and above and were of the age between 18 and 36 and who said not sure was of the same age level and just a secondary education employee. From these results we can see that there is a possibility that those respondents who responded negative to the question were new in the employment, and were not aware on the process of HRP in the organization. Also the one who replied “not sure” her level of education could be limiting factor for understanding. During the interview with the heads of the department they all agreed that, they are the one involved in the human resources planning process. This is due to the fact that they are the one who know well the status of the role performed in relation to the required number of employees in their departments.
    Table 4.1   Department involvement in human resources planning

	 
	Frequency
	Percent
	Percent

	Valid
	Yes
	47
	94.0
	94.0

	 
	No
	2
	4.0
	4.0

	 
	Not Sure
	1
	2.0
	2.0

	 
	Total
	50
	100.0
	100.0


However it was discovered further that, there is no comprehensive HRP which include all the aspects related to human resources functions. Only parts of the activities of human resources are included in the strategic plan of the organization. 
4.3.1 Human resources supply
The study aimed at finding the labour supply in MDC. To get these findings the head of departments were asked to provide the supply status of the employees in their departments. 
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      Figure 4.4 Level of Supply of Employees
Figure 4.4 shows the general supply of labour, where by the Primary school department have more supply of labour for having 52% of the total employees, followed by secondary school  16%, health department 14%, administration 10%, village executive officers 5%, road services 2%, and rural water is the department with least employees’ for having only 1% of the total employees. Administration and general department include departments finance, community development, planning, agriculture and land, natural resources and environment department.

Generally, MDC has a relatively good idea of the number and nature of position it needs to carry out its work at a particular point in time. It then, determines the gaps of the required employees and how these gaps are filled at that time from the individuals inside the organization or outside the organization.   
The study revealed that the local government plays an adequate task to analyse the human resource supply.  However it was difficult to get the required number of employees in the year 2010/2011 due the fact that, the records were not yet prepared during the time of this study, as it was the time for these records to be prepared. The information which was obtained during the survey includes:- the level of employees required in 2008/9 and 2009/10, the actual supply of labour and whether the current labour supply is under or over supplied. This information is shown in table 4.2. The MDC determines this status of employees basing on the public service management and employment policy 2004. 
Table 4.2 Employees supply status
	
	Department
	Employees

Required  2008/09
	Employees

Required  2009/10
	Employees 

Actual supply
	Under supply
	Over   supply

	1
	Administration and  general 1
	194
	262
	192
	44
	26

	2
	Administration education2
	12
	12
	12
	0
	0

	3
	Secondary school administration4
	0
	5
	0
	5
	0

	4
	Secondary school4
	0
	68
	0
	68
	0

	5
	Secondary4 
	319
	319
	319
	14
	14

	6
	Primary education 2
	1196
	1278
	1196
	82
	0

	7
	Adult education2
	23
	23
	23
	0
	0

	8
	Preventive services3
	25
	25
	18
	7
	0

	9
	Health centre3
	118
	186
	116
	70
	0

	10
	Health dispensaries3
	119
	144
	119
	25
	0

	11
	Roads services
	31
	39
	26
	13
	0

	12
	Rural water
	22
	22
	22
	0
	0

	13
	V.E.O
	131
	131
	131
	0
	0

	
	Total status
	2190
	2514
	2174
	366
	40


Note 1; Administration and general include the following departments Finance,       Community development, planning Agriculture and land natural resources and environment  2;   Makes one department of primary education 3; Makes one Health services department  4;   Makes one Secondary education  department
4.3.2 Human resources demand. 
MDC tries to identify the human resources demand. The current demand is recognised through finding the difference between the forecasted demand and the actual supply of labour. Table 4.3 depicts that, the total demand of the employees was 2514, and the actual supply is 2174. Therefore the current demand is 340 employees (these are the information for 2009/2010 financial year). According to the table 4.3 the health department have more demand of labour than other departments for having 102 demands of employees, followed by primary school department which have 82 demands of employees. Various methods are used in forecasting for demand of human resources.
  Table 4.3 Plan of the human resources in the organization
	s/n
	Department
	Required employees
	Actual employees
	Existed gap
	Undersupply
	Oversupply

	1
	Administration and  general 1
	262
	194
	70
	96
	26

	2
	Primary education
	1313
	1231
	82
	82
	-

	3
	Health
	355
	253
	102
	102
	-

	4
	Roads services
	39
	26
	13
	13
	-

	5
	Rural water
	22
	22
	0
	-
	-

	6
	V.E.O
	131
	131
	0
	-
	-

	7
	Secondary school
	392
	319
	73
	73
	-

	
	Total
	2514
	2174
	340
	366
	26


Note; 1; Administration and general include the following departments Finance, Community development, planning Agriculture and land natural resources and environment 
4.3.3 Identification of deficit of employees 
MDC has the undersupply of 366 employees and oversupply of 26 employees in 2010. Out of the undersupply of 366 employees, 96 were from administration and general department, 82 were from primary education department, 102 from health department, 13 from roads services department and 73 were from secondary education department. The research has revealed that there were no deficit of employees in village executive officers and rural water department.  This information is illustrated in Figure 4.5.
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Figure 4.5 Over and undersupply of employees in the organization
Generally, MDC identifies the gaps that exist between the current supply and the actual number required and these gaps in percentage are illustrated in figure 4.6.
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Figure 4.6 Over and undersupply of employees in the departments
This study has noted that the administration and health departments have big gaps compared to other departments as they have 27% each, followed by primary education department with 22%, secondary education department 20%, and roads services department 4% and the last department is rural water and VEO have no gap. It has been noted that health department has more gap than other departments due to the fact that, the administration department combine other departments but health is a sole department. This status is shown in the figure 4.6.


                         Figure 4.7 Number of employee’s satisfaction 
These gaps or undersupply of the employees is supplemented by another question which asked whether the number of the employees were satisfactory in the departments. Only 36% of respondents said “Yes”, and 64% of the respondents said “No”. Through this information it can be concluded that the MDC is undersupplied as shown in Figure 4.7. It was also discovered that the health department leads for having more respondents who replied “No” with regard to satisfaction of the number of the employees in the departments.
4.3.4 Efforts taken to fill the gaps
The study wanted to know the measures taken by MDC to fill the gaps that exist in various departments. The results reveal that 38 % (140 vacancies) were filled through external recruitment, 46% (172 vacancies) were filled by promotion and 1% (3 vacancies) were filled through transfers. Together with the efforts taken to fill the gaps of the employees, it was also noted that one employee was transferred from community development department to the planning department after acquiring skills relevant to that department. Therefore we see that MDC uses promotion, recruitment, and transfer as strategies/measures to fill the gaps or the undersupply of the employees. It has been noted that the departments in MDC makes the utilization of the promotion strategy before attempting to recruit from outside the organization.
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                 Figure 4.8 Action taken to fill the gaps of the employees
Despite the steps taken, 57 vacancies which is equivalent to 15% of the vacancies were not filled as shown in figure 4.8. It has been noted that the vacancies that were not filled, have remained unfilled for long time, for example the building engineer, mechanical engineer, IT officer, building architecture and electrical architecture, to mention just few. It is noted also that the promotion strategy has also been used as strategy to motivate employees. About 541 employees were promoted and from these, 172 promotions filled the gaps for the existing and 369 were promoted in order to respond to the employees’ development program. 
4.4 HUMAN RESOURCES POLICIES AND PROGRAMS
Human resources aspect in local government in Tanzania is controlled by the Public Service Management and Employment Policy of 1998. The policy is the framework which provides guidelines for the vision, objectives, ethics and management in the public service with a view of improving the service delivery through result oriented performance. This policy is administered by the civil service department.
The study has revealed that, the MDC adheres to this policy of public services management and employment by preparing the medium and yearly human resource plan for its employees in accordance with its objectives. In fact MDC have specified the number of employees which are required and this plan changes yearly. The quantity of employees is estimated using the strength of the objectives which the management plans to achieve. Programs which are practiced in MDC are discussed in the following subsections.
4.4.1 The compensation program

 The compensation program is practised in the MDC, whereby the salary scale is determined by the existing policy of employment. The extent to which the compensation program is effective to attract the employees in MDC have been reviewed, and 92% of the employees who were asked whether the salary is enough, they said “no” while only 8% said “yes” meaning that to them the salary is enough. The results are shown in table 4.4. 
         Table 4.4 Compensation program
	 
	Frequency
	Percent
	Valid Percent

	
	Yes
	4
	8.0
	8.0

	 
	No
	46
	92.0
	92.0

	 
	Total
	50
	100.0
	100.0


4.4.2 Employment and appointment 

In MDC the department responsible for Human Resources presents the required vacancy to the permanent public service department in order to obtain permit to cover the vacancies. Permanent public service department issues permit for the council to fill the vacancies through recruitment. However in the council there is the employment board which is responsible for facilitation of appointment of public servants of the local government as they are stipulated in the Public Services Regulations, 2003. The study has discovered that the main constraint which affects the human resources planning in the local government is financial constraints that the recruitment depends fund and permission from the public service management department. For example the findings indicates that, out of 193 vacancies which to be recruited from external sources only 140 were employed, where this permit were given from the ministry. This is equivalent to 72.5% of the total number of vacancies proposed and requested and 17.5% was not employed due to the financial constraint. The review of the MDC provides evidence for this when they agreed that, even though it has employed many people, still the number is not enough. Here is one of the statement quoted from the 2009/2010 budget review report;
“Although the Council has well deployed staff yet the number is not enough to meet the requirements”.  

             Figure 4.9 Reasons for applying for recruitment
Among the reasons which resulted to the department or the organization to apply for permission of recruitment is replacement for the vacancy that have occurred because of death, dismissal and retirement of the incumbents. Another reason is the gap that occurred due to the new strategy/ objectives of the organization and the last is the demand resulted from the required vacancies that had never been filled before. Figure 4.9 shows that 104 vacancies were requested in order to cover the new planned strategies of the organization and /or new demand while 21 vacancies were requested because of the vacancies that were not filled since then. The last reason includes 15 vacancies which were requested due to replacement of employees who have died, dismissed or retired. On the reason for recruitment table 4.5, shows various vacancies that were requested from the ministry in 2009/10.
Table 4.5  Morogoro district council application for vacant post in 2009/10

	Department
	post
	No. of vacancy
	Reason for application.

	Administration
	Ward Executive Officer
	7
	Replacement Death, dismissal, and retirement

	Comm. 
develop
	Assistant Com. Development officer
	17
	Requirement of the department

 The gap never filled since then

	Land, natural resources and environment
	Wildlife officer II
	4
	1. Replacement

2. New strategy

	          ‘’
	Beekeeping Assistant
	4
	New strategy ; availability of the resources

	          ‘’
	Forest assistant II
	6
	replacement

	Works
	Architecture II
	4
	Increase in demand

	           ‘’
	Building architecture
	2
	Never  had before

	            ‘’
	Electrical engineer II
	1
	Never had before

	           “
	Mechanical engineer II
	2
	Never had before

	            “
	IT officer II
	2
	Never had before

	Health
	
	55
	Increase in demand

	Agriculture and Animal keeping
	Assistant agricultural officer and Animal officer
	10
	New agricultural policy

And increase in demand


Note; this information is part of for vacant post in 2009/10 and it has been translated from Kiswahili by the researcher.
4.4.3 Training programs

The MDC have various training programs and it depends on the well established staff deployment system which enables the council to have trained staff who offers services to the Council.  For example 12 staffs in 2009/2010 financial year attended different courses and 16 councillors made study tour in Arusha. The training programs are guided by the Public Service Management and Employment Policy (1998) which stipulates that there will be training programs in order to enable the employees to develop the employees’ skills. These programs range from long-term programs to the short-term programs, seminar inclusive. However the research findings reveals this situation as  98% of the respondents who were asked whether there are training programs in their departments they said “yes” while only 2 respondents equivalent to 4% answered “no”. These results give evidence that the MDC is having training programs. See table 4.6.
Table 4.6 Presence of training programs
	 
	Frequency
	Percent
	Valid Percent

	 1
	yes
	48
	96.0
	96.0

	 2
	no
	2
	4.0
	4.0

	 
	Total
	50
	100.0
	100.0


It was found that training programs in the human resources department, up to December 2009 the council strived at strengthening grassroots’ level by providing training on good governance. For example about 25 W.E.Os and 132 V.E.Os were given training on good governance. Also the capacity building budget showed that 12 staffs attended different courses with a cost of Tshs. 9,536,000/= and 16 Councillors made a study tour in Arusha for a cost of 27,762,000/= (Appendix 3).
4.4.4 Motivational programs

In MDC the motivational programs are practiced under the control of the departments, but not under the control of the human resources department. Table 4.7 shows that 45 (90%) respondents who were asked whether there are motivational programs in the organization, they said, the motivational programs are at the department level. On the other hand 3 (6%) respondents said that, there are motivational programs from the human resources department while only 2 (4%) respondents said that, there are no motivational programs. The study has found that 100% of the 3 respondents, who said that there are motivational programs from the human resources department, were from the same department from the same department. This means that the motivational programs in MDC are coordinated in the respective department. Using these results we can conclude that each department in the MDC is responsible for the motivation of their employees and among the motivational packages which are frequently given is the praise issued to the best workers.
Table 4.7 Cross tabulation to show department and the presence of motivational programs

	 
	Presence of motivational programs
	Total

	 
	yes (from the department
	yes from the HR Department
	No
	 

	Department
	Secondary School
	1
	0
	0
	1

	 
	Finance
	4
	0
	2
	6

	 
	Health
	8
	0
	0
	8

	 
	Primary school
	5
	0
	0
	5

	 
	Community development
	2
	0
	0
	2

	 
	Water resources
	9
	0
	0
	9

	 
	Planning
	1
	0
	0
	1

	 
	Works
	5
	0
	0
	5

	 
	Agriculture
	5
	0
	0
	5

	 
	Human resources
	0
	3
	0
	3

	 
	Land, natural resources & Environment
	5
	0
	0
	5

	Total
	45
	3
	2
	50


Table 4.8 depicts the types of motivational packages and their percentages observed from the survey. This survey indicates that the best worker’s praise is the best motivational package which motivates employees in the council and it takes 28% of the total motivational packages. At the bottom are extra duty, medical treatment and performance appraisal. This was later, verbally, confirmed by the head of the human resources department who said that, there is no policy on motivation in the local government in Tanzania. He further said that the motivational related activity is not coordinated from the human resources department but rather from the respective department.
Table 4.8 Types of motivation
	          Motivation package
	Frequency
	Percent
	Valid Percent

	1
	Best worker’s praise
	14
	28.0
	28.0

	 2
	Extra duty
	2
	4.0
	4.0

	 3
	Goal setting
	4
	8.0
	8.0

	 4
	Recognition
	3
	6.0
	6.0

	 5
	Performance appraisal
	2
	4.0
	4.0

	 6
	Traveling allowance
	9
	18.0
	18.0

	 7
	Breakfast allowance
	5
	10.0
	10.0

	 8
	Study tour
	3
	6.0
	6.0

	 9
	Promotion
	3
	6.0
	6.0

	 10
	Medical treatment
	2
	4.0
	4.0

	 11
	Performance expectations
	3
	6.0
	6.0

	 
	Total
	50
	100.0
	100.0


4.4.5 Performance appraisal program
There are other programs such as that of appraising the employees where by the OPRAS system is used to evaluate the performance of MDC employees. This program is adhered to the public service management and employment policy. The aims of these programs are to ensure that staffs are available in the organization with an appropriate characteristics and skills.
4.4.6 The employees’ level of education 
The MDC have many employees with first degree and above. Table 4.9 shows the number of the respondents in each department and their level of education. Three departments are still having employees with only secondary education and these are health department, water resources department and agriculture department. The rest departments have employees who holds diploma and above. Health department and water resources departments are having more employees with diploma than degree while primary education department and agriculture department have more degree holders than other departments. During the interview with the heads of the departments it was discovered that, most of the employees at the management level are positioned in respect of there educational level. For example in the planning and human resources departments there is no employee who is holding diploma and below. This is due to the importance of these departments.

Table 4.9 Cross tabulation to show the level of education in the departments
	
	Education of respondents
	Total

	 
	Secondary
	Diploma
	University and above
	 

	Department
	Secondary education
	0
	0
	1
	1

	 
	Finance
	0
	1
	5
	6

	 
	Health
	1
	5
	2
	8

	 
	Primary education
	0
	1
	4
	5

	 
	Comm. Develop
	0
	0
	2
	2

	 
	Water resources
	1
	5
	3
	9

	 
	Planning
	0
	0
	1
	1

	 
	Works
	0
	3
	2
	5

	 
	Agriculture
	1
	0
	4
	5

	 
	Hr department
	0
	0
	3
	3

	 
	Land, & environment
	0
	2
	3
	5

	Total
	3
	17
	30
	50


4.4.7 Turnover

This study wanted to know the level of labour turnover in MDC. It was found from the study that the labour turnover is very minimal. For example in figure 4.10 it is shown that about 48 respondents who were asked to state the level of labour turnover in the MDC, they said there was no labour turnover, while 2 respondents  each said that only one employee left the employment.
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                  Figure 4.10 Labour turnover status 

However, when making interview with some employees on the things that make employees remain in the organization, most of them said that the local government, being the government institution, have maximum employment security than the private sectors. They admitted also that, in most government institution the salary is the same and even the conditions are the same.  
4.4.8 Absenteeism
The study used absenteeism as the criteria to assess whether the HRP is well performed in the organization. In general, the level of absenteeism in the council is very low. This can provide an impression that the employees are satisfied with the plans within the organisation. For example in figure 4.11 it is shown that, 42 respondents  among the respondents who were asked to state the level of employees absenteeism in MDC said that, the absenteeism is low while 3 respondents said that the absenteeism is high and 5 respondents said that there are no records. 
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                      Figure 4.11 Position of employee’s absenteeism
Despite of this information the interviewed human resource officer said that there are no employees who can just stay at home without permission from the respective authority and therefore we conclude that there is almost no absenteeism in MDC.
4.5 THE LINK BETWEEN HRP AND ORGANIZATIONAL GOALS
4.5.1 Vision of the council

MDC is placed as the large organization which is a service oriented and its vision is to have strong and sustainable economy, community with high literacy, better life with peace and harmony.
4.5.2 Mission statement
As a service organization, its mission is to achieve development within the district council through own efforts by using available resources through participation of all community groups and all stakeholders regarding basis of good governance.
4.5.3 Objectives

The MDC have the following objectives; improving services and reducing HIV/AIDS infections, improving access and quality of social services, improving quality and quantity of economic services and infrastructures, enhancing good governance and administration services, improving management of natural resources and improving environment, social welfare, gender and community empowerment, as well as emergence preparedness and improving disaster management.
4.5.4 Policies and Strategies

MDC is undertaking various initiatives towards poverty reduction and attainment of sustainable social and economic development.  Development Vision 2025 stipulates vision, mission, goals/objectives and targets to be achieved with respect to economic growth and poverty reduction by the year 2025.  In the period of 2010/2011 the district formulated some strategies for implementing various projects for the purpose of increasing the economic growth of Morogoro district, hence improving the standard of living among its people. The proposed strategies and objectives aimed at making sure that scarce resources available are utilised careful to solve problems facing the district council.  Priority sectors have been defined in the context of poverty reduction strategy including education, primary health, water, roads and agriculture. 
4.5.5 Organizational objectives and human resources planning

HRP plays a role as a thread that ties together all the human resources activities and integrates them with the rest of the organization objectives. Morogoro district through the administration department, human resources planning, in particular plays some roles which ensure that the council achieves its intended objectives. For example, the department have been involved in strengthening the grassroots’ level by providing training on good governance to 25 W.E.Os and 132 V.E.Os, and provide office materials. The findings have revealed that the human resource department have been employing various employees to ensure that the required departments have the number of employees required to achieve the organizational objectives. For example in the year 2009/2010 the council employed 140 employees in different departments. 
HRP helps to acquire competitive advantages in the organization. In order to ensure these competitive advantages the human resources planning process should support business needs or organizational goals.  The human resources activities involve creating environment for the good working conditions. For example the department has achieved in strengthening ward offices through completion of 20 offices and constructing 5 offices at Kisaki, Mtombozi,   Tawa, Mngazi and Lundi. Appendix 3 shows these achievements. All these are to ensure that the organizational goals are preceded by the good environment. To be relevant the human resources planning process have been clearly tied to the organization business objectives. 
4.5.6 Organizational strategic plan 

The MDC uses strategic plan. This plan is prepared by the planning department through involvement of all the heads of the departments. This has been revealed through the question which intended to know whether the MDC is using strategic plan or not. Table 4.10 shows that 96% of the respondents said “yes” while only 4% said “no”.   
Table 4.10 The organization use of strategic plan

	 
	Frequency
	Percent
	Valid Percent

	
	yes
	48
	96.0
	96.0

	 
	no
	2
	4.0
	4.0

	 
	Total
	50
	100.0
	100.0


4.5.7 Organizational strategic plan and the HR department in the council

There is a close link between the organizational strategic plan and human resources planning. The link can be observed on how the strategic plans are made. The study has revealed that apart from the strategic plan which the organization has, all the departments are involved in its preparation, human resources department inclusive. The majority of the respondents in the council know that there is departmental involvement in the strategic plan. Table 4.11 depict the frequency of answers which indicating that each department, is involved in the strategic plan process.

       Table 4.11  
Department involvement in strategic planning
	 
	Frequency
	Percent
	Valid Percent

	Valid
	yes
	48
	96.0
	96.0

	 
	no
	2
	4.0
	4.0

	 
	Total
	50
	100.0
	100.0


4.6 HUMAN RESOURCES PLANNING TEAM
Various people in MDC are involved in the HRP, and these people are included in the HRP team. These people include the district executive director, heads of department, human resources department, strategic planners, and finance department.  
4.6.1 The District Executive Director (DED)

The human resource planning team is organised from the DED who provides the direction of the organization. The DED in his position acts as a link between the organizational mission and vision with the HRP. The need for human resources is the need of the organization. In the MDC the main administrator is the DED, and one of his roles in the HRP is to provide the organization with resources to make the objectives be achieved. This is done after recognizing and realising that there is a need for HRP and demonstrating commitment.
4.6.2 Heads of departments

The heads of departments play role in the human resources planning teams. They are involved in preparing the strategic plan as shown in table 4.12 which provides the results about the department involvement in HRP. With this they have a big role to play in the implementation of the plans. Heads of department are the ones who know how many staff can be satisfactory to accomplish the required activities. They are responsible in using HRP as a process of aligning people actions such as recruitment and training with strategic goals and objectives. This has been revealed through the question which was asked to know whether the departments are involved in the HRP or not. Table 4.12 indicates that 94% of the respondents responded “yes”, 4% said “no” and 2% said they are not sure.
    Table 4.12 The department involvement in HRP
	
	Frequency
	Percent
	Valid Percent

	1
	yes
	47
	94.0
	94.0

	 2
	no
	2
	4.0
	4.0

	 3
	not sure
	1
	2.0
	2.0

	 
	Total
	50
	100.0
	100.0


Using these results it is plausible that the heads of the departments are involved in HRP. The research wanted to know how the heads of the departments determine the number of the required employees. In one department, community development, the respondent put clear that the number of quantity of employees are determined through  using the strategic plan in relation to the jobs that are required to be accomplished.
4.6.3 Human resources department

Human resources department is one of the departments in the MDC. This department is involved in the human resources planning team. The department provides support and workforce data. They work very close with the heads of other departments in developing and implementing the human resources plans. However, the Human resources department requires other departments to submit the required number of employees in their department. If the number of employees is not satisfactory these heads of the department are required to submit the action to be taken in order fill the gap. The action can be to recruit from outside the organization or to promote the internal employees to cover the required vacancy. The human resources department combines the plans of all departments in order to get the overall human resources plan. If there is a need to recruit from external sources this department plays a role to seek permission from the ministry of public service management. The department of human resources, generally, plays the role of coordinating the human resources planning function in the organization. It coordinates training, performance appraisal, and career development planning, to mention just few.
4.6.4 Strategic planners
Planning department is among the human resources planning team. In MDC the planning department coordinates all the strategic planning activities. However, their role is to ensure that there is a link between the strategic plans and the human resources plan. The planning department is involved in making review on the achievements of the plans, and human resources are one of the stakeholders of the strategic plan. For example in 2009/10 budgetary review, the planning department recommended that the human resources at the grassroots were not adequate hence hindered the performance of various programmes in the planned manner.
4.6.5 Finance department

HRP requires budget consideration. In this case the finance department in MDC is involved in the budget preparation. This department is involved in order to link between the budget and HRP. However, this is not very much considered in the local government because the finance department is mainly involved in the implementation process. The findings indicate that the involvement of the budget section in the human resources planning process is at the implementation stage even though some aspects can be consulted during the preparation process. 

4.7 METHODS USED IN MDC FOR HUMAN RESOURCES PLANNING
To perform its human resources planning activities, the MDC first forecasts labour demand and then determine the human resources supply. This study aimed at identifying the methods that are used in HRP i.e. to forecast labour demand and supply I the local government.
4.7.1 Demand forecasting

It has been revealed that the MDC forecasts the total demand of the human resources. Table 4.2 indicates that the Morogoro district council in the 2008/9 financial year had 2190 total employees and it forecasted to have 2514 employees in 2009/10 financial year. However the records indicate that the organization has only 2174 employees. In forecasting for the labour demand different methods are used and these are statistical method, business factor method, trend analysis method and the judgemental method.
4.7.1.1 Statistical method

Statistical method is used when determining the number of required employees in the health department and in the education department both primary and secondary. It was informed by the head of these departments that the two methods are used. One is the ratio method which is used to determine the ratio between the employees and the people to be served. For example the head teachers ensures that the teacher and students ratio is 1; 40 i.e. one teacher to 40 students (From education department).  In the health department the HRP is forecasted using the ratio between a doctor and patients. The planning method used for nurses are based on the requirements in relation to the population.
4.7.1.2 Business factor method. 

This is another method which is used to forecast demand of the human resources in MDC. It is used in the departments which need to have service providers in the rural area such as community development department, the agriculture department and the administration department such as W.E.Os and V.E.Os. Similarly, in determining how many nurses are required to meet society’s commitment to healthcare, the health department uses also this method of business factor.  Generally, the commitment of the organization towards the achievement of its goal determines the number of the employees. As the programs in the strategic plan expand, the need of the human resources also increases.

4.7.1.3 Judgmental method 

MDC uses the judgmental method especially in determining the required number of the employees in the management level. Despite the use of other methods, this method is used to forecast employees in relation to the required tasks to be accomplished. For example the heads of education department revealed that the number of the employees in the management is satisfactory because it is almost equivalent to the available duties. 
         Box 4.1 Statement of one respondent
It was found that the accuracy of the demand forecast depends on the correctness of the assumptions. It is difficult to predict on what is going to happen in the future because it might be subjected to many uncertainties.
4.7.1.4 Trend analysis method
Trend analysis is another method which is used to forecast demand in the MDC. The method is used by considering the rate of turnover. In this method the organization surveys for the altitudinal predictors of turnover such as job satisfaction.
Table 4.13 Summary of methods used in forecasting demand
	S/N
	Department’s name
	Methods used in demand forecasting for HR
	Total usage

	
	
	Business
	Ratio
	Trend
	Judgment
	

	1
	Secondary educ.
	Yes
	yes
	
	
	2

	2
	Finance
	yes
	
	yes
	
	2

	3
	Health
	yes
	
	yes
	yes
	3

	4
	Primary education
	
	yes
	
	
	1

	5
	Comm. develop
	yes
	yes
	
	
	2

	6
	Water resources
	yes
	
	yes
	
	2

	7
	Planning
	yes
	
	
	
	1

	8
	Works
	yes
	
	yes
	
	2

	9
	Agriculture
	yes
	
	
	
	1

	10
	Human resources
	yes
	
	
	
	1

	11
	Land, natural res. &Environment
	
	
	yes
	
	1

	
	Total  usage
	9
	3
	5
	1
	18


The findings have revealed that out of 11 departments only 5 departments use this method. The departments which use this method include finance department, health department, works and land, natural resources and environment. This brings to the conclusion that despite the rate of its uses at least the method is being used to forecast demand of labour in MDC as it is shown in the table 4.13. It was found that because the local government is dealing with the provision of social services to the people, its efficiency is facilitated by proper division of the number of employees in relation to the population and this is ensured through determining the filled positions which are likely to become vacant. The findings have revealed that the most used methods in forecasting demands are business factor method, trend method, ratio method and judgment method as shown in table 4.13. No department which use the regression method in forecasting labour demand. These findings imply that, the departments determine the requirement through understanding the jobs that are required to be performed which are also depicted from the strategic plan of the organization.
4.7.2 Supply forecasting

Another aspect in the human resources planning process is Supply forecasting. In determining supply of labour the organization determines where and how to get people to fill and vacate jobs. Under this aspect there are also methods that are used to forecast supply of labour. 
4.7.2.1 Judgment method

The human resources department uses judgment as the method to determine the human resources supply in the coming period. However the research revealed that, the MDC uses judgment method to predict the future supply basing on the current situation of labour through basing on the skills inventory and replacement information. 
4.7.2.2 Skills inventory methods

This method allows the organization to predict the future supply referring to the current position. The study showed that the MDC uses the information to determine the gap that may exist in the future. Even though the organization has no computerized system to facilitate the process it uses manual processes. Inventory system provides the skills available and skill to be required in the future in relation to the tasks to be performed. It is noted that 3 department out of 11 department have employees who will retire within 5 years to come in the management level. However it was difficulty in most departments to put clear the number of the employees who are expected to retire within 5 year due to lack of records. 

It was found that the skill inventory is not properly maintained in MDC, since there is no immediate reply to a person who wants to know the number of people in relation to there education level and other characteristics. This problem also was faced during the data collection. It was not possible to get the answer for the question on level of education for the employees in the organization. But this is, due to the lack of computerized database which could simplify through just retrieving the information from the system.
4.7.2.3 Replacement information

This is the information on various vacancies that are available in the organization due to the gaps that are vacated by either retiring employees, employees leaving the organization to find another employment etc. With replacement method MDC have been able to determine the way the vacancies are filled. The research study availed the method which is used by the MDC to ensure supply of labour. For example in Figure 4.8 the organization planned the internal supply of labor whereby in 2009/10, 172 vacancies were supplied from the internal sources through promotion, and 3 vacancies were supplied through transfer. Another vacancy was supplied from the external sources through external recruitment. Out of the 193 vacancies which were to be supplied through external recruitment 140 vacancies were allowed to be recruited due to the budget constraints in the organization, but 57 vacancies were to be filled in the next financial year, according to the plan it will request permission  next year.
CHAPTER FIVE
CONCLUSIONS AND RECOMMENDATIONS
5.1
CONCLUSIONS
This study aimed at assessing the effectiveness of human resources planning in local government, Morogoro district council being the case study. The study was set out to answer an important question: how effective the local government is, in human resources planning? This basic question was answered through the following related specific objectives:  examining the ability of the human resources policies and programs on achieving organizational goals, identifying the peoples involved in human resources planning in local government, determining the link between human resources planning and the local government strategic business plans in the local government and  identifying the methods used by the local government to forecast demand and supply of the workforces in the local government department in Tanzania.

The MDC have more employees of the age between group 37-58 and that number is not equal between male and female. The number of male exceeds that of female due to differences in number in the employment areas. The MDC have employees who know well their responsibility this is due to the fact that the job descriptions are clear to all employees. To the great extent the council plans for the duties to be performed by the employees basing on the strategic plan which is coordinated by the planning department.  The MDC recognises the importance of human resources planning in achieving the organizational objectives. It plans for the number of the employees required in the organization and forecasts for the future required employees. The MDC still have undersupply of employees in some department’s for example the primary education department and health department. These departments have more deficit than other departments. From the findings it is concluded that ability of the local government to fill these vacancies is beyond the organizations ability. It needs the ability of the central government to supply these employees than the ability of the local government.

The human resources planning in the MDC is conducted by the head of the departments where by the information  are collected from their department and organised by the human resources department which coordinate the human resources function in the organization. The overall human resource planning is compiled by the human resources. It was found that the MDC is aware of the importance of human resources planning and it recognises that without planning it is impossible to be effective in the accomplishment of the organization goals. The human resource planning is known to most of the employees in the organization.  
Even though, the human resources planning process is done by the heads of the departments, the majority of the employees know how it is conducted and its importance. The study came out with the fact that, Morogoro district council have the undersupply of the human resources and among the departments which are much undersupplied are the primary education department, secondary education department and health department. However the MDC have been taking various efforts to ensure that the undersupply of employees are removed and some of these strategies that are used to remove these gaps are recruitment, promotion, and transfer of the employees, and among these strategies recruitment is the leading method. The MDC has no mandate to recruit the employees at the moment they need to do so, because they have to get permission from the central government on the recruitment process due to the budget constraints. 
Furthermore the research revealed that there are various programs which are being done within the MDC as aspects of human resources planning. These are as training programs and motivation programs. However the motivational practices are plans of the departments and not organized by the human resources department at the top. Some of the packages that were reported as being coordinated from the departmental level were; Best worker’s praise, Extra duty, Goal setting, Recognition, Performance appraisal, Travelling allowance, Breakfast allowance, Study tour Promotion, Medical treatment, and  Performance expectations. These were mentioned as influencing the working morale of the employees. In MDC there is no policy which guides the motivational practice from the human resources department. The lack of policy on motivational policy is one of the deescalating factors with regard to human resource planning credibility. 
MDC recognises the importance of making a link between the organizational strategies and the human resources planning process. It is aware that the linkage between HRP and business plan (strategic plan) is very important for the achievement of the organizational goal. Human resources planning are influenced by Strategic plan and the strategic plans are influenced by human resources planning.  The planning for the strategic plan is done by all the head of the departments and the plans are communicated to all employees. This has been easy due to the people who are involved in the process. The same people who are involved in the human resources planning process are also involved in the strategic planning process; these are the heads of departments. The strategic plan provides measure or indicators for the performance of the MDC and the evaluation process is done through budget review criteria and the program review. 
MDC have the mission and vision. It has been noted that the MDC operates towards the achievement of the objectives which are set; which are improved services and reduced HIV/AIDS infections, improved access and quality of social services, quality and quantity of economic services and infrastructures improved, good governance and administration services enhanced, management of natural resources and environment improved, Social welfare, gender and community empowerment improved,  Emergence preparedness and disaster management improved.

The human resource demand forecasting and human resources supply are activities done within the organization. The methods that are used in demand forecasting are trend analysis, judgment, and ratio method and business factor. These methods are used after considering the population growth in relation to the services demand i.e. the strategic plan of the organization. The methods that are used are basically divided into two; the objectives and subjective methods. The objective methods include the statistical methods such as business factor, ratio method, trend analysis method. Among these the ratio method and trend method are based on the continuation of the past trend, and basically the growth of the population. For example increase of population has increased the demand of teachers basing on the ratio analysis. The trend analysis is used through referring to the past employees trends such as retirements, dismissal and turnover. 
Despite of the findings the use of this method is not very much pronounced in the MDC because it is used only in forecasting for retirements, since the turnover and dismissal are almost negligible. Another statistical method used is the business factor. It is used to determine the number of the employees demand as a result of the more specific organizational activities. The increase of the activities in the strategic plan leads to the forecast in the number of the human resources that are to be used. For example the MDC planned to expand the enrolment of the children in the primary education and secondary education which automatically increased the demand of the human resources. This has been the case also in the health department. The increase of the activities in the strategic plansf explains why these two departments are having more demand of human resources. 

The subjective method which is used in demand forecasting is the judgemental method. The study has found that the management especially the managers they give estimates of the required demand referring to past experience and organizational plans. The use of this method starts from the estimate at the departmental level then goes to the human resources department for discussion and redrafting. This method has been quickly as it is not restricted by the lack of data.  
On the other hand the supply of human resources is forecasted using the record of the current employees which is called inventory information. The MDC has no a well kept information in a modality which facilitates the determination of the employee supply forecasting. The supply is only that which are representing the number of the employees. Other information characteristics of the employees are not well maintained due the fact that the council have no special computer software which facilitates the human resources planning activities. The replacement information is used in determining the future supply of labour. It determines the source of the supply of labour. And in most cases the council gets its supply through internal source where promotion is used and through external source where the main source of supply is recruitment. The study has found that, the human resources management department is not using the replacement chart as guide for replacement. 

Human resources planning process in MDC is not done by a single section or department. Several people are involved and these are the district executive director who provides resources, the planning department which is also a coordinator of the organizational strategic plan, the heads of all departments are also included in the decision making board of the MDC, and the human resources department who is the coordinator of the human resources management activities. Throughout the study it is evidenced that the employees are involved by their head of the departments to plan for various issues in the organization. However, the department of human resources have no IT section which could assist in the human resources planning process.

It has been revealed that, to some extend the council is planning for its employees, even though; there are some drawbacks to the performance. The council has low absenteeism level to the employees, low turnover, and it is employing according to the profession (utilization of talents) i.e. each employee is working according to the professional with exception of the few employees. The morale of the employees in MDC is satisfactory, and the employees share in training. The achievement of the organization is significant, as it is measured through the budget utilization. However  the extend for planning in human resources is needed to be improved as the research has realised that Morogoro district council has no organized human resources plan that includes all plans in the department of human resources. The MDC has put more attention on the quantity based planning, but little developed in terms of the quality of the employees, if it exists, it is not well pronounced. The MDC has made considerable efforts on HRP basing on quantitative analysis than qualitative analysis. This does not mean that they totally don’t regard the qualitative aspect. The study has discovered that the human resources planning ensure the right types of employees with right attitudes and motivation is well developed in the MDC but the problem is the central government.  It is evidenced that there is no motivation policy which is coordinated from the human resources department. The council is therefore practising more, hard human resources planning than soft human resources planning.
Generally, the MDC is planning for human resource and the policies and programs have ability to achieve the organizational goal but more efforts needs to be taken and be coordinated well, by the human resources department. All the heads of the departments are involved in HRP; the HRM department coordinates the process. Within the HRP team the planning department is given its part to play in the process as the planning of human resources reflect the strategic plan of the organization. From this interaction between the human functions and strategic planning function the MDC makes the link between the HRP and strategic plan (organizational goals). The council forecasts for HR demand and supply. While the demand is forecasted through objective and subjective methods, the supply of labour is forecasted through the employee’s records and replacement in formations. 
5.2 RECOMMENDATIONS 
This part presents the recommendations which are based on the study’s findings and analysis of the potential obstacles that may hinder the efforts to improve human resource planning process in Tanzania basing on the case study. The recommendations are driven by the belief that a significant gap in the improvement of human resources planning is the outcome of the system of the public services as whole. 

It is recommended that, the council should make efforts to establish the computerised system which will provide information related to the human resources function. It is therefore recommended to have special software on human resources management. This software will facilitate the HRP role. Since information is the key to successful HRP, a human resource information system (HRIS) will make it possible to integrate multiple human resources needs into a single system. Hence, it will facilitate to acquire, store, analyze, and control information flow in the organization. In turn it will  increase the efficiency and response time of tracking applicants skills inventory , career planning, employee service programs, enrolling in benefits programs, and processing employee transactions i.e. pay increases ( Kleiman,2005). 
However, the human department in MDC should employ only people who have the knowledge on the human resources management from the college they have studied. This will enable the people in the organization respect the human resources department as the department which is very important for the prosperity of the whole organization. 
Another recommendation is that, the government should establish the special policy to guide various aspects on human resources such as motivation program which is currently not coordinated by the human resource department. This recommendation is given out due to the findings that the departments are organizing their own packages without being coordinated by the human resources department. In addition, the local government should establish some measure which gauges the nature and position of human resource management in general, planning in particular. This is due to the importance of the resources itself. If the strategic plan can be measured then there should be indicators for human resources performances in local government. 

5.3 LIMITATIONS AND AREA OF FURTHER RESEARCH
The fact that this is a master’s piece of research puts on it many limitations in terms of time and resources. These constraints force limitations on the final outcome, some of which I shall enumerate:

·  Due to time limitation, the study was approached in a cross-sectional instead of a longitudinal way, which would have enabled doing time series and other analyses.

· Due to resource limitations, it was not possible to have respondents at the operational level in the MDC. Had this been possible, deeper insights would probably have resulted.
· Although it was originally planned to look at Local government in Tanzania, the study was finally restricted in only one council, Morogoro district council.

The researcher recommends other research to be done on the comprehensive measures on which can be used to compare the performance of two or more organization on HRP activities in the local government.
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APPENDICES

Appendix 1:

Structured questionnaire for the respondents HR department employees
Assessment of effectiveness of human resources planning in local government in Tanzania: A Case of Morogoro district council

Mhanje Aurelian P

Faculty of Business Administration

The Open University of Tanzania

P. O. Box 34705, Dar es Salaam, Tanzania

1.   Respondents No………………………

2.  Department …………………………………………………………

Organization…………………………………………………………

3.   Sex, 1. Male      (   )               2. Female   (   )

4.   What is your age………………..in years?

(1) <   18   (    )      (2) 18 – 36 (    )        (3) 37 – 58 (    )          (4) 59 <      (    )

6.   What is your level of education?

1. primary education        (    )

2. secondary education   (    )

3. diploma                       (    )

4. university   and above                 (    )

7.   Do you have any professional received?    1.  Yes     (     )      2.   No       (    )

8.   If the answer is yes, have you received?        1. Before being employed     (   )

2. After being employed       (     )

9.   What is the total number of employees in your organization? ......................................

(Specify the number)

10.    Is the level of your salary per month enough?

1. Yes      (    )            2. No      (    )

11.   Is the number of employees in your organization enough?

1. Yes    (    )                     2. No   (    )

12. If the answer is yes specify the source ……………………………………………
13.   Is your responsibility clearly known to you?

1. Yes   (    )    2. No    (     )

14.   Is the local government using the strategic planning?

1. Yes    (     )    2. No    (     ) 3. Not sure (     )

15.  If the answer is yes, is your department involved in the strategic planning for the organization?

1.  Yes   (    )   2. No    (   ) 3. Not sure (     )

16. Do you think the employee’s are working with accepted morale?

1.  Yes   (   )   2. No (    ) 3. Not sure (     )

17. Are the jobs duties, specifications and description clear to the employees?

1. Yes (    )   2. No (   )  3. Not sure (     )

18. Are the jobs you are doing, relevant to your training?

(1) Yes    (    )          (2) No      (    )

19. Are the jobs you are doing within your capacity in quantity?

(1) Yes   (   )         (2) No     (   )

20. If the answer is No, specify how is it?

(1) it exceed the capacity

(2) it is below the capacity

(3) moderate

21. If the answer is 1, when do you manage to complete?

(1) during the working hours  (   )

(2) during the overtime           (   )

22. Is the number of the employees satisfies the workforce demand of the organization?

(1) Yes      (   )          ( 2)  No       (   )    (3) I do not know (   )

23. Do you think the employees in your organization are given jobs according to their professions?

(1) Yes         (   )             (2) No          (   )            (3) Not sure (   )

24. How many employees have left the employment in your organization? ..................................................................................................................

What do you thing is the reasons for leaving the employment (give your views)……………………………………………………………………………………………………………………………………………………………………………
25. What is the position of employees’ absenteeism in your organization?

(1) Low          (  )               (2) High          (  )           (3) No record (   )

26. Is the organizational objectives and goal clear and well communicated to everyone in the organization?

(1) Yes         (   )                (2) no           (   )     (3) I do not know    (   )

27. If the answer is yes, are they measurable?

(1)Yes         (   )                  (2) No           (   )      (3) I do not know    (   )

28. Do the human resources department delegate authority to other department on human   resources planning activities?

(1) Yes     (  )                   (2) No      (  )   3. Not sure   (   )

29. Do you have any human resources plans?

(1)  Yes     (    )                        (2) No        (   )    (3) I do not know (   )

30. Do you have any software to facilitate for human resources planning?

(1) Yes      (   )             (2) No        (   )

(3)  I do not know   (   ) (4) No computer for this purpose (     )

31. Do you have part time workers in your organization?

(1) Yes      (   )             (2) No        (   )            (3) I do not know   (   )

32. Do you have training programs?

(1) Yes      (    )                    (2) No       (    )

33. Do you have the motivation programs for the employees?

(1) Yes      (   )                      (2) No        (   )            (3)  I do not know   (   )

34. Do you have human resources planning policies that guides HRP programs

(1) Yes      (     )    (2) No     (   )     (4) I don’t know (   )

35. How many female employees and Male in your department

1. Male…………………………… 2. Female ………………………….

36.  How many workers are eligible to retire within five year to come?...................

Male……………………………….. Female……………………………..

Thank you for your cooperation
Appendix 2
Structured questionnaire for the respondents in other departments employees

Assessment of effectiveness of human resources planning in local government in Tanzania: A Case of Morogoro district council

Mhanje Aurelian P

Faculty of Business Administration

The Open University of Tanzania

P. O. Box 34705, Dar es Salaam, Tanzania

1. Respondent’s No………………………

2. Department …………………………………………………………

Organization…………………………………………………………

3. Sex, 1. Male      (   )  2. Female   (   )

4. What is your age………………..in years?

1. <   18   (    )

2. 18 – 36 (    )

3. 37 – 58 (    )

4. 59 <      (    )

6. What is your level of education?

1. Primary education        (    )

2. Secondary education   (    )

3. diploma                       (    )

4. university and above   (    )

7. Do you have any professional?    1.  Yes     (     )      2.   No       (    )

8. If the answer in question no. 7 is yes have you received?

1. Before being employed    (    )

2. After being employed       (     )

9. What is the total number of employees in your department? ………………………  (Specify the number)

10.  Is the level of your salary per month enough for you?

1. Yes    (    )         2. No      (    )

11. Do you have other sources of income apart from salary?

1. Yes    (    )    2. No   (    )

12. If the answer is yes specify the source ……………………………………………………

13. Is your responsibility clearly known to you?

1. Yes   (    )    2. No    (     ) 3. Not sure (     )

14. Is the local government using the strategic planning?

1. Yes    (     )    2. No    (     ) 3. Not sure (     )

15.  If the answer is yes, is your department involved in the strategic planning for the organization? 1.  Yes   (    )   2. No    (   ) 3. Not sure (     )

16. Do you thing the employee’s morale in your department accepted?

1. Yes   (   )   2. No (    ) 3. Not sure (     )

17. Are the jobs duties, specifications and description clear in your department?

1. Yes (    )   2. No (   )  3. Not sure (     )

18. Are the jobs you are doing, relevant to your training?

(1) Yes    (    )           (2) No      (    )

19. Are the jobs you are doing, within your capacity in quantity?

(1) Yes   (   )           (2)       No     (   )

20. If the answer is No, specify how is it?

(1) It exceed the capacity

(2) It is below the capacity

      (3)   Moderate

21. If the answer is 1, when do you manage to complete?

(1) During the working hours (   )

(2) During the overtime           (   )

22. Is the number of employees in you department satisfactorily?

(2) Yes      (   )                    ( 2) No       (   )           (3) I do not know (   )

23. What is the position of employees’ turnover (employees resigning) in your department? How many employees have resigned form your department within last five years?………………………………………………………………………….…

24. What is the position of employees’ absenteeism in your department?

(1) Low          (  )               (2) High          (  )             (3) No record (   )

25. Is the organization’s objectives and goal clear and well communicated to everyone in your department/ organization?

1. Yes         (   )                (2) no           (   )      (3) I do not know    (   )

26. If the answer is yes, are they measurable?

(1)Yes         (   )                  (2) No           (   )     (3) I do not know    (   )

27. Does the human resources department delegate authority to your department on human   resources planning activities?             (1) Yes     (  )                   (2) No      (  )

28. Do you have any human resources plans in your department?

(1)  Yes     (    )                        (2) No        (   )

(3) I do not know (   )

29. Do you have part time workers in your department?

(1) Yes      (   )             (2) No        (   )

30. Do you have training programs in your department?

(1) Yes      (    )                    (2) No       (    )

31. Are you being motivated?

(1) Yes, from the department     (   )                      (2) No        (   )

(3)  Yes, from the human resource department   (   )

32. If the answer in 31 is yes, mention the motivational type

……………………………………………………………………………………………………………………………………………………………………………………
33. What is the status number of employees in your department?

1.  Male…………………………….2. Female…………………………..

34. How many workers are eligible to retire within five year to come?...................

Male……………………… female…………………………………..

Thank you for your cooperation
Appendix 3: Planned Targets Vs Achievements 

	SECTOR
	PLANNED TARGETS
	ACHIVEMENTS

	Administration 
	LGCDG:

Construction of latrine , car park, two bus stands and one market centre

Shs. 85,987,300/-

CAPACITY BUILDING

Creating conducive working environment to 12 staff Shs. 10,536,000/-

Enhancing capacity of Councillors, WEOs and VEO’s in decision making

Shs. 20,068,000/-

Procurement of office furniture and other equipment 

Shs. 8,179,000/-

Creating conducive working environment to VEO’s 

Shs. 5,635,000/-
	Construction  pit latrine is at foundation stage, and tender for other infrastructures have been awarded 

27,282,000/-

12 Staff have attended different courses   Shs. 9,536,000/-

16 Councillors made a study tour to Arusha

Shs. 27,762,000/-

12 tables, 12 chairs, 1 cabinet and 2 laptops have been procured

Shs. 8,179,000/-

Stationeries have been procured and distributed  to VEO’s 

Shs. 3,778,000/-

	Policy and Planning 
	LGCDG

Monitoring  and evaluation of Council projects

Shs. 41,809,400/-

O & OD review  to facilitate O & OD review meetings to 132 villages

Shs. 15,200,000/-

Data collection

Collection of data in 25 wards

 Shs. 6,245,000/-
	Project have been monitored

Shs. 30,128,000/-

O& OD review 

Meetings done to 132 villages 

Shs. 15,200,000/-

Data collection done in 25 wards

Shs. 6,245,000/-

	Water
	Rehabilitation of 14 water schemes in 14 villages

     Shs. 82,458,500/-

Rehabilitation of 14 shallow wells in 8 villages

Shs. 26,745,122/-

Completion of DWE’s office      Shs. 33,00,000/-

Completion  of DWE’S office

      Shs. 62,987,000/-

Conducting regular monitoring and evaluation for water projects       Shs. 41,663,110/-
	4 Water schemes have rehabilitated Shs. 26,796,887

14 Shallow wells have been rehabilitated Shs. 26,545,122/-

DWE office construction completed Shs. 33,000,00/-

Working tools procured Shs. 1,856,668/-

M & E conducted Shs. 6,842,000/-

	Health
	LGCDG

Completion of dispensary  (Kiroka)       Shs. 20,000,000/-

JRF

Improve 16 health facilities  (3 RHCS and 13 Dispensaries 

458,715,186/-
	LGCDG

Completion of dispensary is in final stages  20,000,000/-

JRF

BOQ done, tender awarded and rehabilitation is in progress                 Shs. 44,285,888/-

	Natural Resources
	LGCDG

Construction of 4 check points (Seregete B, Njia nne, Kiroka and Msua)  20,000,000/-
	LGCDG

Construction of Njianne check point completed and construction of 3 checkpoints is in progress (50%) 11,150,000/-

	Education 
	LGCDG

Construction of 35 classrooms, completion of all classrooms and construction of 3 teachers houses Shs. 426,270,697/-

PEDP

Construction of four classrooms procurement of 233 desks and rehabilitation of 1 teacher house Shs. 41,919,000/
	LGCDG

35 Classrooms have been constructed, 11 classrooms finished and construction of 3 teacher houses is in different stages of completion Shs. 426,270,697.

PEDP

Construction of four classroom in final stages, rehabilitation of 1 teacher house done and 233 desks procured Shs. 41,919,000/-

	Roads
	      ROAD FUND

Maintenance of 127 kms of road network Shs. 430,000,000/-

LGTP

Improvement of 28.6 kms of road network Shs. 585,000,00/-

VTTP

Construction of 2 bridges Shs. 67,322,000/-
	ROAD FUND

124 kms of road network have been maintained shs. 227,634,000/-

LGTP

No funds have been released

VTTP

Kiswira bridge constructed Shs. 30,000,000/-

	Natural Resource Land, and Environment
	Establishment of forest reserves in 10 villages. Shs. 44,898,000/-

Developing 10 village economic activities at village and household level Shs. 28,996,388/-

  Support to routine administrative cash associated with PFM Shs. 34,035,478/-
	PFRA have been done in 10 villages and 10 drafts of forest management plans developed  Shs. 42,268,800/-

Training of beekeeping and fishing activities done, 3 woodlots established and 50 beehives and protecting gears procured.                                  Shs. 19,700,721/-

Office stationeries, equipment procured and vehicle and motor vehicle maintained Shs. 31,411,010/-


Source; Department of planning;

Appendix 4:  Morogoro District Map
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Expected workforce changes is driven by factors such as changing missions, goals, strategies, technology, work, workloads, and/or work processes
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Chart1

		Replacement

		New/increase of demand

		Never filled before



Reasons for recruitment

No of employees recruited

15

104

21



vianey michango

		MAJINA YA WAJUMBE WA KAMATI YA MAANDALIZI YA

		HARUSI YA VIANEY NYONI NA AHADI ZAO

		S/n		Jina kamili		Ahadi		Kiasi Alichotoa		Salio		Simu namba

		1		Mzazi Isaack Wella		500,000.00		500,000.00		- 0		754817748

		2		Mr and Mrs Kunyonga		50,000.00		50,000.00		- 0		754,976,401

		3		Mangula Mayemba		45,000.00		45,000.00		- 0		756,181,255

		4		Mary Gama		80,000.00		80,000.00		- 0		754498234

		5		Evance Mayombo		50,000.00		50,000.00		- 0		719907077

		6		Mayombo Ngonyani		80,000.00		80,000.00		- 0		754288766

		7		Deodata Mponji		40,000.00		40,000.00		- 0		714795533

		8		Enock Mgaya		40,000.00		40,000.00		- 0		752039490

		9		Victoria Wella		40,000.00		35,000.00		5,000.00		712361535

		10		Anato Ginmeno		100,000.00		80,000.00		20,000.00		755988333

		11		Mrs Shekoroa		40,000.00		30,000.00		10,000.00		787803633

		12		Neema Alfred		50,000.00		50,000.00		- 0		714558827

		13		Mrs Onelia Tairo		40,000.00				40,000.00		754512654

		14		Mr. Deusdedith Dikwe		40,000.00		10,000.00		30,000.00		717187026

		15		Adelaidi Mandama		40,000.00		10,000.00		30,000.00		713074773

		16		Mr. Shayo		50,000.00		50,000.00		- 0		763663732

		17		Renatus Mbilinyi		50,000.00		25,000.00		25,000.00		712562261

		18		Joeli Mgedzi		40,000.00		40,000.00		- 0		755957289

		19		Kizito Mtega		45,000.00				45,000.00		715515404

		20		Mchana Mchana		40,000.00				40,000.00		786873889

		21		John Onyango		50,000.00		40,000.00		10,000.00		773238366

		22		Byenobi		40,000.00				40,000.00		786432139

		23		Subi Msangazila		40,000.00		20,000.00		20,000.00		718603009

		24		O. Fuime		40,000.00		40,000.00		- 0		7824330

		25		Kizito Mkombachepa		40,000.00		30,000.00		10,000.00		758474891

		26		Michael Modest		40,000.00		20,000.00		20,000.00		716678225

		27		Gilbert Malegesi		40,000.00				40,000.00		652613570

		28		Novatus Mogella		40,000.00				40,000.00		713179085

		29		Roman De Vital		40,000.00				40,000.00		717707075

		30		Mr. And Mrs Kilongo		40,000.00		40,000.00		- 0		784940744

		31		Mr. Mrs Mgani		45,000.00		35,000.00		10,000.00		713684237

		32		Mr. Mrs Ngonyani		40,000.00		40,000.00		- 0		718605561

		33		Festa Chuma		40,000.00		20,000.00		20,000.00		692048

		34		Majelina Rashid		40,000.00		20,000.00		20,000.00		714086833

		35		Mrs Imba		40,000.00				40,000.00

		36		Peter Mshingati		40,000.00		20,000.00		20,000.00		754999874

		37		Mrs Saimon		40,000.00		40,000.00		- 0		764916096

		38		Aurelian Mhanje		45,000.00		15,000.00		30,000.00		714261516

		39		Mr Tarimo		40,000.00				40,000.00		754650596

		40		C. Mtopwa		40,000.00		40,000.00		- 0		714512639

		41		Mrs Kambanga		40,000.00		20,000.00		20,000.00		714094465

		42		Mr. Vicent Hunja		200,000.00		80,000.00		120,000.00		783399700

		43		Imani Nyoni		100,000.00		50,000.00		50,000.00		752326315

		44		Mrs Shitobelo		40,000.00		40,000.00		- 0		719555284

		45		Rose Joseph		40,000.00		40,000.00		- 0		755480241

		46		Esther Shirima		40,000.00		40,000.00		- 0		754015474

		47		Diana Mlay		40,000.00		40,000.00		- 0		763160955

		48		Steven Mwekibindu		50,000.00				50,000.00		756775829

		49		Theresia Mgani		40,000.00				40,000.00		762655134

		50		P.H Bogasi		40,000.00				40,000.00		755377383

		51		Alex Madohora		50,000.00				50,000.00		754550855

		52		Isaack Mgaya		50,000.00				50,000.00		764838856

		53		Mrs A. Mdaku		40,000.00		40,000.00		- 0		755980400

		54		Mrs Lugonja		40,000.00		40,000.00		- 0		714470222

		55		Mr. And Mrs Mwakalosi		40,000.00		40,000.00		- 0		717708036

		56		Rogatus Nyoni		50,000.00		50,000.00		- 0		655433496

		57		Mwl Mhagama		40,000.00				40,000.00		718651999

		58		Grads Nchimbi		40,000.00				40,000.00		655449797

		59		Agneta Msuya		40,000.00		40,000.00		- 0		753045101

		60		Abdalah Salim		40,000.00		15,000.00		25,000.00		756365852

		61		Shamimu Kanandi		40,000.00		40,000.00		- 0		786148783

		62		Emilia Gama		40,000.00		40,000.00		- 0		754082484

		63		Mrs P. Maongezi		40,000.00				40,000.00		753484117

		64		Mrs M. Tirukaizile		40,000.00		40,000.00		- 0		753454465

		65		Mr and Mrs Liundi		40,000.00		25,000.00		15,000.00		786721818

		66		Mrs Tweve		40,000.00				40,000.00		754671614

		67		Mama Pettyzubeda		40,000.00				40,000.00		763394832

		68		Mama Madeleke		40,000.00		40,000.00		- 0		754756677

		69		Mama Mpina		40,000.00				40,000.00		754011288

		70		Mrs Paskali		40,000.00				40,000.00		754016455

		71		Ms Alphel Ndesi		40,000.00		40,000.00		- 0		713419415

		72		Mr And Mrs J Mateza		50,000.00		- 0		50,000.00		713306941

		73		Mr and Mrs  Kasegeza		40,000.00		40,000.00		- 0		784649241

		74		Asha Bakari		40,000.00		40,000.00		- 0		715996715

		65		Mr And Mrs Mhina		40,000.00		40,000.00		- 0		713373131

		76		Ramadhani		40,000.00		40,000.00		- 0		713134188

		77		Gundram Mkinga		40,000.00		40,000.00		- 0		758348711

		78		Manson Macha		40,000.00		40,000.00		- 0

		79		Mr. and Mrs Lema		50,000.00		50,000.00		- 0		754681246

		80		Patrick kaswalala		40,000.00				40,000.00		714100580

		81		Frank Lyimo		45,000.00		40,000.00		5,000.00		755921534

		82		Mr and Mrs Mwaipopo		45,000.00				45,000.00		716952021

		83		Bi J.Mtoka		40,000.00		40,000.00		- 0		714468282

		84		Mr Takhi		40,000.00				40,000.00		754776644

		85		Edward Mhagama		40,000.00		10,000.00		30,000.00

		86		Mr and Mrs F. Wella		40,000.00		15,000.00		25,000.00

		87		Mr Kyomo		40,000.00		40,000.00		- 0

		88		Shafii		40,000.00		40,000.00		- 0

		89		Gebrini		40,000.00				40,000.00

		90		Afande Bakari		50,000.00		50,000.00		- 0

		91		Ndengati Mkinga		40,000.00				40,000.00

		92		Mr D. Gama		50,000.00				50,000.00

		93		Deo Mwageni		40,000.00				40,000.00

		94		Baraka (baba kili)		40,000.00		40,000.00		- 0

		95		Mrs Teddy		40,000.00		20,000.00		20,000.00

		96		Mr and Mrs Nditi		40,000.00		40,000.00		- 0

		97		Mama Agness		40,000.00				40,000.00

		98		Fidel Solomoni		40,000.00		40,000.00		- 0

		99		Mr and Mrs U. Fuime		40,000.00		40,000.00		- 0

		100		Mr and Mrs Onesmo		40,000.00		40,000.00		- 0

		101		Mr Samson Luambano		40,000.00		30,000.00		10,000.00

		102		Edson Mlambiti		50,000.00		50,000.00		- 0

		103		Mr and Mrs Mwizarubi		40,000.00		30,000.00		10,000.00

		104		Mr and Mrs Nashoni		40,000.00		40,000.00		- 0

		105		Mr Bosco Mtega		40,000.00				40,000.00

		106		Mr Onesmo Mlati		50,000.00		20,000.00		30,000.00

		107		Mr. and Mrs Kipunde		40,000.00		40,000.00

		108		Mr. and Mrs Kilewa		40,000.00		40,000.00

		109		Mzee Yegera		40,000.00		40,000.00

		110		Matias		50,000.00		40,000.00		10,000.00

		111		John Shirima		40,000.00		40,000.00

						5,460,000.00		3,510,000.00		1,950,000.00

				Jumla Kuu

		Kadi

		1		Mr and Mrs Triphon Mbawala				25,000.00

		2		Mr and Mrs Prosper Fuime				30,000.00

								55,000.00

				Taarifa ya jumla ya pesa

		1		Makusanyo		Kamati		1,830,000.00

						Kadi		55,000.00

						Jumla		1,885,000.00

		2		Matumizi		Kadi		-25,000

						Ukumbi		-150,000

						Matarumbeta		-50,000

						Vikao		-15,000

				CASH MKONONI				1,645,000.00





bajeti

				Kiambatisho No.1

				TENTATIVE BUDGET -HARUSI YA VIANEY NYONI

		1		Kamati ya Burudani		Mr Hassan		Video VHS-DVD		100,000		JUMLA

						Mr Maiko		Picha mgando 2 films		60,000

						Osca Nyerere		Show ya viongozi		30,000

						Saidi Dudu		Show ya Mtaa wa saba		30,000

						Mfaume		Shairi		30,000

						Mawenzi		Matarumbeta		100,000

						Mkuchi		MC na muziki		180,000

								JUMLA NDOGO		530,000		530,000

		2		Kamati ya chakula		Mama Lutatora		4500*350		1,575,000

								JUMLA NDOGO				1,575,000

		3		Kamati ya ulinzi na Mapokezi				Kadi  800*350		280,000

								JUMLA NDOGO				280,000

		4		Ukumbi								300,000

		5		Kamati ya Usafiri				Usafiri maharusi		70,000

								Usafiri wazazi ME		50,000

								Usafiri wazazi KE		50,000

								Matarumbeta		30,000

								Simu		5,000

								Dharura		20,000

								JUMLA NDOGO		225,000		225,000

		6		Kamati ya Vinywaji				BIA		1,008,000

								SODA		252,000

								KONYAGI		28,000

								MALTA		24,000

								SHAMPENI		25,000

								BAVARIA		36,000

								OPENER		6,000

								DEPOSIT		15,000

								COUPON		10,000

								DHARURA		20,000

								WAHUDUMU		20,000

								DISPOSABLE GLASS		5,000

								JUMLA  NDOGO		1,449,000		1,449,000

		7		Kamati ya Mapambo				Darasa		150,000

								Bi harusi		70,000

								Bwana Harusi		30,000

								Keki ( kanisa)		150,000

								JUMLA NDOGO				400,000

				JUMLA YA BAJETI NZIMA								4,759,000

												-3,555,000

								NAKISI				1,204,000

				NB; Bajeti hii imezingatia idadi ya watu 350

				Vinywaji ni soda tatu na Bia tatu





FEDHA

		

				Replacement		15

				New/increase of demand		104

				Never filled before		21





FEDHA

		0

		0

		0



Reasons for recruitment

No of employees recruited




