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ABSTRACT

A project of provision of catering services at the work place was therefore planned
that was taken up by the PPF SACCOS organization. The project goal was to
provide quality catering service to PPF staff at the headquarters so that they can save
time and be more effective at their work. The various reviewed catering services
literature showed to be successful and provided the staff in concern quality food. In
this study, outstanding results in providing catering services were well observed
within the six month of the project. The results were associated with the
participatory approach modality used in developing project. Further to this the
project had fulfilled the need of the community of having quality food supply at
their working place. Despite of the limited resources, staff member and other
customers outside the PPF staff had commended the move of having such services
and the services offered. The quality services has enabled the number of customers
to keep on increasing from day to day while the good services uttered by the catering
crew has resulted in profitable business. For further research, it was recommended
that longer time in evaluating the provision of catering services at working place
particularly to the one who should run such a business is important. The effect of
having outside members coming in and the location of the canteen is also an area to
study as all may have an impact on the intended goal of improving working

environment and efficiency.
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CHAPTER ONE

1.0 PARTICIPATORY NEEDS ASSESSMENT

11 Introduction

According to CED (2009) participatory assessment is a method of determining from
the insiders point of view, what activities are needed and can be supported, whether
insider accept the activities proposed by outsider and whether the activities are
reasonable and practical. In order to carry this assessment the researcher collected
data and information using different techniques namely review existing
documentation and material, questionnaire, focus group discussion, (FGD) and by

observation. This is the best way of assessing the community needs.

The community need assessment involve looking at what is needed or missing, and
working together to correct or improved an identified problem or services gap
(Charles, 2012). It could be looking at your /our home to decide what needs repair or
change a need assessment done on a community involves looking at the community
to decide what is needed to get the community the way people want or need it,
usually this means some improvement to the community. A need assessment offers

picture of what is happening or needed in a community.

It can be done on one idea or on a number of topics that involve improving the
community overall. Eventually the community itself identified something it wants
changed or improved and starts talking about how to make it happen. Even this way
to be community-based needs assessment, other people and stake holders from the

community must be involved early and wherever possible throughout.



This chapter describes the participatory assessment of the PPF staff at HQ in Dar es
Salaam (community under research) and presents the findings of the assessment.
The needs are eventually prioritized by the community itself to identified what it
wanted to be changed or improved and established strategies of how to make it
happen. However, other people and stakeholders from the community were involved

wherever possible throughout for good results.

1.1.1 Background Information of the Research Community

PPF is a Social Security Organization established by PPF Pensions Fund Act [Cap
372 R.E 2002], as amended from time to time, with the objective of providing
pensions and other related benefits to all employees in the Parastatal and private
sectors of the economy. The Fund is the first contributory pension fund in the
country operating under defined benefit system. PPF provides social security
coverage to all employees in private companies, Parastatal organizations and public
institutions. Its coverage has been extended to self-employed as well as labour force
in the informal sector. Initially it covers employees of Parastatal organizations and
had those in private companies were registered but with the consent of Minister of
Finance. However the legal provision requiring the Minister’s consent was removed
giving the Fund’s mandate to widen up coverage to all employees including those on
contracts following amendment of its Act (Parastatal Pensions Amendment Act

No.25 of 2001) passed by the National Assembly in 2001.

1.1.2 Location of the PPF HQ
PPF Pensions Fund headquarters (HQ) are situated at Samora and Morogoro Road

junction at Mchafukoge Ward in llala District. In the West is Elite City building



while in the East is adjacent to Dar es Salaam City Council office neighboring this

in the South is JM Mall Building and in the North is Hassan Printers offices.

1.1.3 Demographic Features
The population of PPF Headquarters is made up of 339 staffs, where female are 148

and male 191. These include staffs as shown in Table 1.

Table 1: PPF Staff by Category

S/No | Category Male Female
Contract for unspecified period (Permanent staff) 144 119
Contract for specified period 3 8
Contract for specific task 44 21
Total 191 148

Source: Field Data (2014)

1.1.4 PPF Administration

PPF is managed by a Board of Directors who is appointed by the Minister
responsible for Finance except for the Chairman who is appointed by President of
The United Republic of Tanzania. The Board had a total of 7 (seven) members. The
day-to-day activity of the organization is under the Director General (DG) who is
appointed by The President and approved by the Board. Under the DG are the
Directors for Planning and Investment (DPI), Director for Operations (DO), and
Director for Legal Affairs (DLA), Director of Human and Capital Management
(DHCMA), Director of Internal Audit (DIA) and Director of Finance (DF). These
seven Directors form the Management Core of the Organization. Other 332 staffs are

in different sections as shown in Figure 1.
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Works at the organization starts at 8.00 am and goes up to 5.00 pm with a one hour
lunch break from 1.00 to 2.00 pm. No provisional for breakfast in this case. Working

days are from Monday to Friday which is official working days in Tanzania.

1.1.5 Socio Economic Status of the Community

1.1.5.1 PPF Headquarters Environment

PPF HQ building is strategically located to attract customers and ensure
comfortability to both staff and customers. The general location and architectural of
the office building and its landscape is very appealing (Figure 2). PPF building is
powered by electricity from the national grid; there is also a standby generator in

case of power cut off. This has being necessary because of the modern systems



within the building that are run by electricity power. In addition to providing
lighting the electricity powers various equipments including computers, printers, air

conditioners, the lift and the security system.

Figure 2: PPF HQ Building and Outside Environment
Source Field Data (2014)

1.1.5.2 Working Environment

The building has sufficient office accommodations, which are well equipped for
various functions depending on the department/section activities. With the well-
structured building, various facilities are adequately located. These include fire
extiquishers, ventilators water points, emergency doors stairs and the lightning
system. The building water supply is adequate. There is also a provisional of First
Aid Services at every floor of PPF offices that takes care of the emergency staff
falling sick. In PPF House Building PPF Pensions Fund occupy 7 floors and various

companies have rented other 4 floors.



1.1.5.3 Water Supply

Water is a greater component of the catering services in the community especially
for the business purpose. Water availability has been identified as one of the major
factors for promoting health of the population and development simply because it is
necessary for cleanliness, food production and other economic activities such as
industries and commerce (UNICEF/WHO, 2012a, 2012b UNICEF, 2005). The PPF
building is connected to piped water from the National water grid (DAWASCO).
Due to the low pressure of the water and the building being as high storied building,
the water is pumped to a water reservoir tanks at the top of the buildings and then
reticulated into various points in and outside the offices. This ensures uninterrupted

supply of water to the building.

1.1.5.4 Health

PPF has no dispensary of its own. Workers have health insurance that enables them
to get health services from designated hospitals. PPF pays the health costs through a
company system as incentive to its workers. The current company which provides
medical insurance to PPF Staff is the AAR. This is different from the government
system whereby a civil servant can get health services from various hospitals and

dispensaries within the city and even outside the city (NHIF, 2012).

1.1.5.5 Education

PPF draws staff from all cadre of education. Staff education ranged from Masters
Level down to Form Six (Secondary education). Currently none is at Ordinary
Secondary level (Table 2.) From this fact, it was possible to have questionnaires self

filled by the respondents. This has enabled some time savings.



Table 2: Education Status of PPF Staff at the HQ

Level of Education Number of Staff
Male Female

Tertiary level (University level) 131 107
College level (cert, Dip) 52 39
Secondary level (A level) 8 2
Primary level 0 0
Informal education 0 0
Total 191 148

Source: Survey Data (2013)

The results in Figure 3 imply that employment in PPF is skewed by level of
education towards higher and not gender biased although males are more than men

at any level of education. This is possibly due to the nature of the organization

activities.
140
120
100
§ 20 Male
= Female
3 60
40
20
0 L
Tertiary College Secondary Primary Informal
level level (cert, level (O’ level
(University Dip) and A
level) level)

Figure 3: Educations and Gender Status of Employees in PPF Headquarters

Source: Survey Data (2013)



Major activities at the organization are Finance, Social Security and Community
Development oriented fields and most of the staff should have a basis of accounts
technical know how to get a post in the organization. It therefore deemed necessary
for employees to have at least a secondary education so as to get a certificate or
higher level of accounts. Indeed the comparatively high education of the employees
indicates the possibility of making rational decisions, commitments and devotion in
work place. (Patsula, 1985) describes one of the characteristics of a well-educated
population being the ability to make rational constructive decisions and

commitments.

1.1.5.6 Religious and Ethnic Groups

Employment in PPF is unbiased to religion, tribe or education. It is done on
competitive basis. Nevertheless, as it is the case in many organizations number of
Christians are more than those of other religions. Numbers of Muslim Staffs in PPF
headquarters is 49 as compared to 290 Christians. Majority are people from
Northern Tanzania (Chagas , Pare, Maasai and Mbulu. Other tribes are Jita,
Sukuma , Kurya, Ndengereko, Nyamwezi, Hehe, Ngoni, Nyakyusa , Zaramo and
Digos. The large number of tribes is an indication of employment not been biased to

ethnic groups but mainly on qualification matters.

1.1.5.7 Income of the PPF Community

PPF staff gets their income from employment, being employees of PPF. Data from
the accounts department of the organization shows that staffs income depends on the
type of duty responsibility as well as experience and education levels. Grouped into

levels of income 6 categories are realized as shown in Table 3 Those with above



1.00 million are basically the management and head of sections. However these are
known income from the salary and not any other payment per income from other

sources outside their occupation.

Majority are at 900,001 — 1,500,000.00 which is also an earning for most of the
employed people in the parastatals in Tanzania but not in the Government system.
Such amount may not be sufficient for standard living given the high cost of living
in Tanzania. It is estimated that per day earning for Tanzanians is 0.4 USD which is

below the accepted per day earning of 1.6 USD worldwide (FAO, 2011).

Table 3: Income of PPF staff

S/N Salary Level Number of Staff | Percentage of the
Involved Total Population
1. 500,000.00 - 700,000.00 0 0
2. 700.001 - 900,000.00 91 26.8
3. 900,001 - 1,500,000.00 216 63.8
4. 1,500,001 — 2500,000.00 12 35
5. 2,500,001 3,500,000 12 4.4
6. Above 3,500,000 7 15
339 100.0

Source: Survey Data (2013)

Majority of PPF staff are therefore above the majority of Tanzanians with regards to
FAO recommendations. With this earnings it is expected that staff motivation is be
high enough and the living standard for the staff is satisfactorily good. Nevertheless
this does not justify to them not looking into all possibility of saving and improving

their living standards and livelihood in general.
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1.2 Community Needs Assessment

The Community Needs Assessment is the process by which the assessment of the
current situation in the community is undertaken (Charles, 2012). It is an accurate
appraisal of the current situation, through getting first hand information from the
relevant audiences. According to Ranjit (2005) a straight forward way to estimate
the needs of community is simply to ask residents their opinions about the
development of the services within the community, their satisfaction with the

services, and what particular services are needed.

1.2.1 The Objective of the Community Needs Assessment (CNA)
The main objective of the Community Needs Assessment was to collect information
from the community (PPF staff) that will show their need in priority for improving

working efficiency.

1.2.2 Specific Objectives

(i) To identify the needs of the PPF staff at the headquarter

(i)  To identify the available resources/strengths

(iif) To identify and plan for the potential interventions for the identified needs

(iv) To assess effectiveness of the potential interventions

1.2.3 Research Questions
Research questions that were developed to answer the intended objectives were:
(i)  What are the needs of staff at PPF HQ?

(i)  What are the causes of the existing challenges/why are the needs not fulfilled?
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(iif) What are the potential interventions for the identified challenges
(iv) What are the resources/strengths available at PPF HQ for solving these

challenges

1.2.4 Community Needs Assessment Methodology
This part describes how the community needs assessment was conducted. It includes

the research design, methods, and data collection tools and analysis of the data.

1.25 Research Design

A research design is the arrangement of conditions for collection and analysis of
data in a manner that aims to combine relevance to the research purpose with
economy in procedure. (Kothari, 2009): It is a conceptual structure within which
research is conducted; showing how the data will be collected, measurement and

analysis of data.

1.2.6 Population
The population of this study was made up of all staff at PPF HQ; this included the
management, officers and the common cadre. Temporary employed staffs were not

included.

1.2.7 Sample Size and Sampling Techniques

The management staff is made of only 7 people and 3 of them were interviewed. In
the case of the rest of the population, it was first stratifies into gender and then into
officers and common cadre to capture the heterogeneity of the specified groups

(Kothari, 2004) (Table 4).
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Table 4: Sample Size of the Study by Strata

S/N Strata Total (N) Samples % of the
members (n) Strata
1. Management 7 3 43
2. Head of sections (males) 12 3 25
3. Head of sections (females) 12 3 25
4. Officers (Males) 115 16 14
5. Officers (Females) 101 14 14
6. Common cadre (Males 41 8 18
7. Common cadre (Females) 50 8 16
Total 339 55

Source: Survey Data (2013)

It was stratified into gender because it is well established that the social economic
needs of females at work place are considerably different from those of males
(EFILWC, 2002). Similarly in the case of the status (officers and common cadre)
due to the income differences (Monique, 2012). The sample size comprised 55
respondents, made up of 52 non management staff and 3 management staff at PPF.
The sample for each strata was randomly selected from the respective strata to
obtain a total number of 30 officers and 22 common cadre (Table 4). The selection

intended to balance as much as possible the gender effects.

1.2.8 Data Collection Methods

In carrying out the CNA both qualitative and quantitative research methodologies
were employed to collect data. A normal survey that involved observation,
interviewing or respondents filling questionnaires was used as a method to collect

primary data. Secondary data were collected by reviewing the available reports at
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the headquarters. In the development of the problem tree and prioritizing the needs,
a group of people were again randomly selected from the officers and the common
cadre to for a discussion group with 15 members. Observations recording were also
important in this study. According to Strauss (1990) observation is the classic
method of scientific enquiry. It is important for scrutinizing collective behavior and

complex social institutions as well as the separate unit composing of totality.

1.2.9 Data Collection Tools

Questionnaires were the tools used for the normal survey. These questionnaires were
developed and pre tested to correct any problematic questions and ambiguities (Appendix 1)
and then administered to the selected employees. In the case of the Management staff, the

researcher with a help of these questionnaires did direct interview.

Strauss (1990) defines interview as a systematic method by which one person enters
more or less imaginatively into the inner life of another who is generally
comparative stranger to him. An interview is advantageous because it has a high
return rate (Kidder, 1981). It helps to clarify ambiguous responses and fill in missing
gap. In the interview with the management, the researcher solicited the answers from
respondents, in which the researcher read the questions to the respondent and

recorded the answers.

The questionnaire tools were selected to collect information because all respondents
could read and write. Further to this a well-constructed questionnaire saves time and
cost and gives uniform answers, and hence make easy to analyze data collected. In
this also substantial information can be collected in a short time (Saunders et al.,

2009).
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1.2.10 Data Analysis and Presentation Technique

Data collected was first compiled in form that can be entered into computer
software. Both the Microsoft excels and the Statistical Package for Social Science
(SPSS version17.0) was used in facilitating the analysis and presentation of the
findings of the research. The quantitative techniques enabled the researcher to
compute data, summarize and then display those using percentages and averages.
The SPSS enabled the researcher cross tabulate different variables and Microsoft

excel was used for the simple variable that needed only descriptive statistics.

1.3 Findings from the Community Needs Assessment
The data were collected from the selected community and the analysis made to
ensure it reflects the information given in the community so that to make a clear

intervention as the project.

1.3.1 Social Economic Characteristics of the Sample
This section presents the socio-economic characteristics of the respondents, that is,

information related to gender, age and educational qualifications.

1.3.1.1 The Distribution of Respondents by Age and Gender

Distribution of the respondents by gender and age is shown in Table 5 and Figure 4
shows the respondents distribution by age group along. The sample and hence the
population is gender balanced and majority of respondents are aged between 40 and
49 years. The result shows that majority of respondents are still young, they have
some time to work within the organization before retirement. In this case a good

retention scheme is important to make them work and use their experience for the
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betterment of the organization before retirement age which is 55 or 60 (URT, 2003).

They are energetic and can perform when well managed.

Table 5: Distribution of Respondents by Gender and Age

Age group Gender Frequency Percentage
Less than 30 Male 5 9.0
Female 2 4.0
30-39 Male 7 13.0
Female 7 13.0
40-49 Male 13 23.6
Female 17 31.4
50 years and above Male 3 4.2
Female 1 18
Total 55 100.0

Source: Field data (2013)
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Figure 4: Distributions of the Staff by Age
Source: Field Data (2013)
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Figure 4 shows skeweness characteristic towards lower age depict that the
organization has effective succession plan in its employment program. In this case
the retirement and employment is well maintained to have smooth running of its

operations.

1.3.1.2 The Educational Qualifications of the Respondents
Information on the educational qualifications of the respondents (Table 6) shows
that respondents with degree are more than those with Diploma and Certificates

respectively.

Table 6: Educational Level of Respondents

Response Frequency Percentage
Certificate holder 10 18.2
Diploma holder 22 40.0
First Degree holder 16 29.1
Masters Degree holder 7 9.7
Total 55 100.00

Source: Field Data (2013)

Only 10% are certificate holders. Majority of respondents have high educational
qualifications because of the nature of work they do that requires staff that are well
knowledgeable in Accountancy. However, the changing natures of technology
require that staff upgrade their skills from time to time. A well-educated person is
easily retrained in the changing nature. Nevertheless good working environment,

motivation and appropriate management are important for retaining the staff. It has
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being common for qualified personnel in Tanzania organizations particularly
Government Institutions to jump out of their work place for greener pastures

elsewhere (URT, 2009).

1.3.1.3 Activities Done by the Selected Community

Activities that were indicated by the respondents were mainly of two categories.
These are namely permanent and temporary employment. Administration was done
by permanent employees only, Data from the administration indicated that only
2.1% of the employees are on temporary basis and these were mainly in the
operational services cadre. The staff could be categorized into 3 categories including
administration (the directors), desk officers in respective sections (account clerks,
auditors, lawyers, human resource experts, economists, and the operational services
(office attendants, secretaries and drivers). These are employed according to the

manpower need of the institution.

1.3.2 Social Economic Services provided to the Community
The respondents had indicated very little of social economic services being provided
by the organization (Table 7). Services such as telephone, catering services, housing

and education have being indicated as being available at individuals® effort.

As far as social services are concern, the whole of the staff had mentioned catering
as non-existing service to the organization which is very important to them. Since it
is one mentioned by all categories, it could be regarded as a major need of the staff
population. Housing was not even mentioned by the common cadre people. It is

neither obligatory nor eligible according to the organization regulations/standing
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orders. ICT was mentioned by the officer’s category only. Although not well

established as to why this group only, it could be because it consisted majority of

people doing the donkey job that need information communication at most. Water

and sanitation facilities that include appropriate washrooms and related facilities as

well as safe drinking water were mentioned by majority of all the groups. This

means that adequate washroom and drinking water facilities are well offered by the

organization.

Table 7: Social Economic Services Provided by PPF

Respondent group | Type of Social Service % Respondents™
Management Health service 100
Catering 0
Water and sanitation facilities 100
Special needs 0
Housing 100
Educational 30
None 0
Officers Health service 100
Catering 0
Water and sanitation facilities 80
Special needs 2
Housing 0
Educational 40
None 0
ICT 60
Common Cadre Health service 100
Catering 0
Water and sanitation facilities 50
Special needs 0
Educational 0
None 80

Source: Field Data (2013)

*Percentages not mutually exclusive
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None had mentioned any service with regard to the outside working environment
such as recreation grounds or parking facilities. However, observation showed that
such services are provided by the organization and it is the organization effort to

look for ample environment as well as car parking to their Staff.

Observation has also showed that staff had to go some distances to look for a good
restaurant during the lunch time. Long queuing in restaurants was taking

considerably time of the staff.

During focus group discussion some of the participants commented that when they
have too much work to do they decide not to visit the catering centers during

lunchtime so that they may be able to complete their daily tasks.

1.3.3 Needs of the PPF Staff at HQ for Effective Work Environment

The respondents were requested to mention and explain their needs that could
improve their performances. Table 8 shows the identified needs by the different staff
categories. Transport services were mentioned by all respondents. This has been a

problem to most population in the city.

Available transport system in the city is far beyond the requirement and there is a
national move to improve the situation. These include the plans for fast buses
system, use of railways within the city and improve and increase the road network.
Catering services appeared as a major need to majority categories while further
education services were a concern to the officers and the common cadre group. This
implies that there is a need for the PPF to look into its education policy for the lower

cadre.
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Table 8: Identified Needs by PPF Staff at the Headquarters

Respondent group Need/stress % Respondents*
Management
Catering (lack of catering services) 12
Transport services to common cadre 100

(No reliable transport for staff to and

from the working place)

Officers Health service 100
Catering 80
Housing 12
Further Education 40
ICT services 60
Frequent complaints from customers 60
Common Cadre Health service 50
Catering 100
Special needs working tools/gears 80
Further education 60

Source: Field Data (2013)

*Percentages not mutually exclusive

1.3.4 Potential Interventions for the Identified Challenges

The officers had shown that there is complains from the customers over the services
provided by the PPF. They had this because they are the first people to be faced by
the customer for any enquiry. In case of the existing policy not well known to the
customer, there is always some complains. Thus the stress mentioned by this group
of respondents (the officers) can be relinquished by offering some training to their

customers.
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The common cadre has an extra need of working gears. This was especially
mentioned by the drivers, office attendants and secretaries. Because of the nature of
their work, this category needs some working gears such as facilities trolleys (for the
moving of contribution files from one place to another) uniforms and dust proof,
these uniforms and other tools for this cadre facilitate them to do their responsibility

in an efficient way.

1.3.5 Available Assets
Available assets that were mentioned by the respondents that could be used to hasten
working environment are shown in Table 9. It can be seen that, majority of the staff

regards the organization reputation as an asset.

Table 9: Available Assets as Given by the Respondents

Asset Frequency | Percentage of Inference
the respondent
Recognition of PPF 42 76.4 It is well established with known

policies and there to stay. Can
offer good remunerations and
cooperate social responsibilities

High investment 37 67.3 The possibility of offering good
remuneration and motivation
package to its staff is high

Qualified staff 54 98.2 Rendering quality services to
clients that will result into
minimal complaints

Existence of good 38 69.1 High efficiency
working environment

Existence of PPF 51 92.7 Build workers purchasing
SACCOS power, social economic
decisions and support collective
and individual economic
activities

Reliable  customers 39 70.9 Ensures optimal returns
(by law)

Source: Field Data (2013)
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The high capital investment of the organization is another asset. In this regard, the
common cadre believes that almost all the needs could be met by the management.
On the other hand the management regards the organization as being the one that
provides most of the needs at the working place. These antagonistic views may
cause some inefficiency. It is recommended that both sides come together and
resolve the differences. Existence of SACCOS, qualification of staffs is regarded as
the major assets of the organization that can be used to solve the stresses faced by

the organization workers to improve their working environment.

1.4  Ranking of the Needs

Ten people, five from common cadre and five from the officers’ cadre were
randomly selected to form a group that ranked the stresses and needs that were
mentioned by the respondents during the surveys. Pair wise ranking were used to

rank the needs. Table 10 shows the ranking matrix and the results.

Table 10: Pair-wise Ranking of the Needs

S/'N | Needs Description Score | Rank

1. Catering (lack of catering
services)

2. Needs for transport
services to common cadre

Health service

Housing

Further Education

ICT services

N o g &M w

Frequent complaints from
customers

8. Special needs working
tools/gears

Source: Field Data (2013)
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1.5  Conclusion from the Participatory Need Assessment

Ranking has shown that need for establishment of a catering service and transports
are supreme to the PPF staff at the headquarters. The implication is that these two
services are needed by majority of staff. It is thus empirical to establish the cause of
such need and look into the available resources that can be used to solve the needs.
There is possibility of using the SACCOS or organization resources to support the

establishment of such services.
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CHAPTER TWO

2.0 PROBLEM IDENTIFICATION

2.1 Background of the Research Problem

During the needs assessments it was identified that staff at PPF need catering
service. The problem of not having catering services at the site causes almost all the
staff to go out for lunch and coming back late or ending up having unsatisfactory
luncheon services. The staff community believes that provision of catering services
at their working place has a great impact on their performance in terms of time
saving, quality services and income saving due to the fact that most of the City
centre Restaurant sells food in higher price. Staff reports at working place before
8.00 am. They have a lunch break of 1 hour from 1.00 pm to 2.00 pm. This time is
comparatively short given the distances they have to walk in search for reputable
restaurant and sometimes long queues that are there to get the preferable foods.
Sometimes one has to stop doing some tasks to cope with time and this creates some

work inconveniences.

2.2 Problem Statement

Proper management of workers at work place increases a business's chances of
remaining competitive in the marketplace. One of the major needs of the employees
at PPF headquarters is catering services at the workplace. This is because the
organizations have their offices operating from morning till evening, and affordable
and quality catering services are located far from the place. Having the catering
services within the PPF headquarters premises minimize the time used by the

workers searching for good affordable service, and this have positive impacts on
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work performance. Some of the work remains undone or improperly done, and
sometimes there is psychological stress to staff getting food in unreliable places.
Currently good food and beverages around the offices are expensive, and sometimes
of poor quality. The hygienic conditions where the foods are being served are as

well unsatisfactory.

2.3 Need to be solved

Need to have catering services at the PPF headquarters premises in among the two
needs that were ranked first. However the resources available and manipulations that
can be feasible within the researchers reach is the catering service. In order to
develop the cause of the problem, there was a need to hold a meeting with selected
representative sample of 15 staff to reveal the fact that such services has not being

putup and set project that would make such facility to operate at the area.

In this meeting, descriptive and diagnostic designs were necessarily used where a
problem tree methodology (Figure 5) of arriving to the causes and possible solution
were established by relating needs, problems and causes. ‘Problem tree’ is
considered as the best participatory way to deduce community problems, causes and
available solution and therefore establishing the needs. The aims of these meetings
were to be able to understand deeply the problem, set objectives and activities,
identify the strength, weakness, opportunity and threats in solving the problem,

identify the main actors and their role and set priorities.

2.2.1 The Need for the Catering Services at PPF HQ
The need for lunch catering services was expressed by almost all members of the

focus group (Table 11).
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Table 11: The Need for Catering Services

Variable Frequency Percentage
Yes 13 87
No 2 13
Total 15 100

Source: Research data (2013)

Management had as well expressed their wish to have catering services established

at their work premises, and that they were willing to provide office space for its

establishment. Having this services at the work place will save time, ensure better

quality services and possibly at reduced prices. In deed such services will also save

nearby institutions such as TRA, NBC Samora Branch, JM Mall building, Shipping

agencies offices located along Samora Avenue, City Council, Clearing and

forwarding Offices, and Twiga Bancorp. All of these will be our potential

customers.
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Figure 5: Developed Problem Tree to Identify Situation
Source: Field Data (2013)
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2.2.2 Who is Affected?

Through the meeting, it was revealed that almost all staffs at the PPF Headquarter
are affected by the fact of not having catering facilities around their premises. The
problem of not having catering services at the site causes almost all the staff to go
out for lunch and coming back late or ending up having unsatisfactory luncheon
services. Some of the staffs have no financial power to go into restaurants for lunch
because most of the Restaurant in City Center the price of the food is very high.
Even the organization is affected by the inefficiency created by the absence of such

facility.

2.2.3 Cause and Consequences (What are effects)
The staff community believes that catering services has not being uttered at their
work place because of lack of initiatives and commitments of the management.

Attempts to partnership with catering organization have not being envisaged.

Provision of catering services at their working place has a great impact on their
performance in terms of time saving, quality services as well as income saving. Staff
reports at working place at 8.00 am. They have a lunch break of 1 hour from 1.00 to
2.00 pm. This time is comparatively short given the distances they have to walk in
search for reputable restaurant and sometimes long queues that are there to get the
preferable foods. Sometimes one has to stop doing some tasks to cope with time and

this creates some work inconveniences.

The problem of catering services like transport is in fact faced by many people in the

city of Dar es Salaam. In deed catering services of various kind including hotels,
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restaurants, food vendors are available in the city but the question is affordability,
quality and time factors. Very good services are available at high costs and the cheap
ones are questionable in terms of quality. Provision of adequate catering service at
working place is important for this matter not only at PPF Staffs but to many other

institutions that do not have such services within their surrounding area.

The form of services will even though depend on who is offering such services, the
income and the status quo of the intended community. In this case it could be
brought in foods (take away), staffs transported to a selected restaurant or having the
services in the premises. Problems associated with limited access to catering
services that were mentioned by the group members during problem identification

are presented in Table 12.

Table 12: Problems Related to Catering Services

Variable Frequency Percentage
Catering services are too distant 15 100
Long queuing time 11 73
Catering takes much of our work time 13 87
Unreliability of quality 12 80
Unsatisfactory quality of services 11 73
High costs 8 53

Source: Research Data (2013)

The findings in Table 12 show time, quality and distances are the exasperation to
majority of staff at PPF headquarters. These factors were also supported by

management staff during interview where they had indicated lunch time to be more
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than the two hours allocated. Consequently, work performance gets lower. During
focus group discussion some of the participants commented that when they have too

much work to do they don’t go for lunch.

2.3 Project Development

2.3.1 Project planning

With the focus group an option of having catering services at PPF headquarter was
agreed and a project was developed to ensure sustainable services at the work place.
To enable this, an objective tree to identify specific objective and outputs was
established (Figure 6). Further to this, a logical frame work as presented on
Appendix 6 was established. The logical framework development followed the

procedure outlined by CEDPA (1999).
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Figure 6: Developed Objective Tree to Identify Specific Objective and Outputs
Source: Research Data (2013)
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2.3.4 PPF Policy on Catering Services at Work Place

PPF has no clear policy with regards to catering services. What is clear is the
allocation of one hour break for luncheon. In this case a staff can go anywhere for
lunch and come back within the specified time. However, due to the transport
problems in the city and the availability of affordable lunch packages within the PPF

premises, the need of such service at the Headquarter was seen obligatory.

2.4  Targeted Community (Affected Population)

With this project, the targeted community is all the 339 PPF headquarters staffs and
neighboring people. It is estimated that this community comprise of about 500
people. Majority would like to get quality catering services at their nearest and

affordable costs.

2.5  Project Stake Holder
Stake holder analysis is major key players in the process of identifying,
implementation, monitoring and evaluation of a project. These are main actors

towards project success or failure.

Table 13: Problems Related to Catering Services

Name of stake Roles of Stake Holders Stake Holders Expectation
holders
PPF Staff and They are the primary customers to the Quality services
neighbors catering service provider. Affordable services
They are expected to buy the services.
PPF management | Provision of premises. Have effective services, saving time,
improved work efficiency.
PPF SACCOS Monitoring the financing of the project Sustainable project
members Profitable

Respect and reputability
Increase share of members.

PPF SACCOS Materials and technical support Smooth running of the service
Management Making profit
Increase per capital income/share/dividends
of members
Municipal Provision of technical support on health Quality services
Council policy and regulations Respect.

Source: Research Data (2013)
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The main player who have