incentives into the opecrationalisation of the
MTPP. Although there are scveral incentives
that are provided in the public service, they are
in most cases monectary in nature and limited
to a small number of beneficiaries.

According to the public scrvice employee
perception survey (2008), respondents ranked
motivating factors involving both pay and non-
pay. Three of the four top ranked factors were
non-monetary in nature, showing the
importance of non-monetary incentives in
motivating employees. The factors ranked most
frequently by the survey respondents were:
Increased salaries (44 percent), increased
working tools and budgets (20 percent),
improved management (16 percent), more
training (12 percent), increased allowances (5
percent), and improved pensions (3 percent).
This calls for widening the scope of coverage as
well as developing other incentive packages.

(e) Mainstreaming Project Implementation Units

(PIUs) into Government Structure

A study donc in 2009 on mainstreaming PlUs
into the Government structure indicated that,
some PIUs have high dircet and indirect costs.
They tend to develop into parallel organizations
in the institutions they are located and
sometimes may dilute Government policy
through their adherence to donor agendas. It
was revealed that PIUs could create disharmony
between their stallf and Ministerial regular staff

16

(f)

specifically those of the same professional and
equivalent grades because of higher salaries
provided to PIUs' staff. Consequently, the
situation could lower stalf morale in the public
service. The study further revealed that the use
of PIUs could result in eroding, rather than
strengthening skills development and overall
capacity in Government Ministries where such
PIUs are located.

Staffing problem in some LGAs

The study on stafling problems at LGAs
conducted in 2005 revealed that, all LGAs to a
varying degree, face recruitment and retention
problems of technical, professional and senior
staff. At least 23 LGAs were identified as having
persistent and significant staffing problems. The
results of the survey of staffing problems in
underserved arcas in Tanzania (2008) indicated
that the major factors influencing staff attraction
and retention in thosc arcas are rclated to
finance, amenities and governance. These
include: lack ol special incentives; lack of
supplementary income opportunities; lack of
suitable quality housing; lack of adequate access
to health and education facilities; lack of
adequate access to telephone and internet
services; lack of adequate access to water and
electricity; political interference; management
and organization practices.
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The report on the success, limitations and
challenges of Pay Reform efforts that was
commissioned in 2006 indicated that,
implementation of JERG cxercise has a number
of challenges. While efforts were made to ensure
that jobs were correctly graded in the new salary
structure in line with established job evaluation
criteria, various job positions have been
upgraded relative to other public service
personnel outside the framework of an objective
JERG cxercise. Such approaches to salary
enhancement run the risk of derailing the effort
of systematic and comprchensive pay reform,
giving rise to job gradc and compensation
distortions.

Nevertheless, the JERG excrcise was conducted
only in the Central and Local Government
Authorities, and in somc¢ Executive Agencies
leaving other public institutions to grade their
job positions using traditional and irrational
approaches. The absence of comprchensive
JERG across the public service has led to
compensation distortions in the public service.
The Presidential Pay Commission (2006)
recommended, among other things, ensuring
equal pay for equal value ol work across the
public service. Currently, there is no framework
or guidelines to assist Exccutive Agencies and
other (non-commercial) public funded
institutions to determine their own
compensation structures.

more cffective, especially aligning workers
demands to their levels of productivity on one
hand, and to the entire economy on the other.

Improving productivity as a strategy to
enhance pay

The necessary condition for enhancing pay is
improved productivity. Improving productivity
entails maximizing efficiency, cffectiveness and
maximum utilisation of human resource
capacities. Currently, there has been a tendency
among different working groups to demand
higher salaries without considering improved
performance and productivity. Government
needs to ensure a sustainable win-win situation
in which a rise in wages and salaries motivates
workers to increase performance and
productivity to levels that more than offset the
increased cost.

In summary government needs to:

(1) Improve competitiveness of public service
pay,

(1) Ensure equal pay for equal value of work
across the public service,

(iii) Reverse increasing trend for allowances
in the public service,

(iv) Move towards total reward in the public
service,

(v) Mainstream PIUs into the Government
structure,
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the public service, the Presidential Pay Commission
was formed in 2006. The Commission was tasked to
advise the Government on how to improve public
service pay and other incentives. The Commission
recommended among other things: revision of the
MTPP; harmonisation of salaries across the public
service; making salarics both internally and externally
competitive; tying pay above the statutory minimum
to the individual's efficiency and productivity instead
of length of service; reviewing public sector salaries
and other remuncrations rcgularly informed by
continuous research; reducing the current number
of remuneration management authorities to one;
alleviation of staffing problems in some LGAs; and
establishment of the Productivity and Remuneration
Board.

2.2 Challenges for the Public Service
Remuneration

2.2.1 Despite these cfforts, pay levels in the public
service especially of technical, professional and
managerial groups are still low; the manifestation of
which include ad hoc and picce-meal salary
adjustments, intermittent industrial actions by some
cadres, informal job grading for some cadres, re-
emergence of allowances as a compensation factor,
proliferation of workshops, payments of attendance
fces and honoraria, and re-cmergence of Project
Implementation Units (PIUs). These manifestations
have negative consequences for the management of
the wage-bill and Government budget in general.

CHAPTER 3
3.0 RATIONALE, OBJECTIVE, AND SCOPE

3.1 RATIONALE

3.1.1 The capacity of Government to attract, recruit
and retain staff is very pertinent to enhancement of
performance and accountability in the public service.
The MTPP (1999) and MTPRS (1999) adopted by the
Government articulated clearly the need to
systematically raisc compensation for the core
professional, technical and management personnel
in the public service, which is recognised as a
prerequisite for improving public service performance
and delivery. However, pay enhancement falls short
of expectation by public servants as there still remain
a sizeable salary gap between private and public
institutions.

3.1.2 In the absence of a systematic and
comprehensive approach to adjusting pay in the public
scrvice, the Government has come under pressure
from various cadres to adjust pay of selected cadres in
isolation of other cadres. While such request may not
be exorbitant, particularly given domestic and regional
market considerations, care should be taken in
adopting ad hoc and piccemeal approaches to pay
adjustments. Such approaches to salary
enhancement run the risk of derailing efforts for
systematic and comprchensive pay reform, giving rise
to job grade and compensation distortions.
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3.1.7 Formulation of this policy takes into
consideration the following:

(1)
(i1)
(iii)

(iv)
V)

(vi)
(vii)
(viii)

(ix)

(x)

The Public Service Management and
Employment Policy as revised in 2008,

The Public Service Negotiation Machinery
Act, 2003,

The Local Government Reform Policy
(1998),

The Public Service Act, 2002,
The Tanzania Development Vision 2025,

National Strategy for Growth and
Reduction of Poverty (NSGRP) of 2004,

Millennium Development Goals (MDGs),
Rural Development Strategy of 2001,

The Public Service Reform Program Phase
II, and

The Presidential Pay Commission Report
(2006).

3.2 OBJECTIVES

The general objective of this Policy is to have a
harmonised and unified framework for determining
pay and incentives while eradicating pay disparities
across the entire public service.
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(¢) Planning and implementing a pilot
performance-related pay schemes for
MDAs and public institutions.

1.4 Medium Term Pay Strategy For the purpose
of operationalising the Medium Term Pay Policy (MTPP),
the Medium Term Pay Reform Strategy (MTPRS) was
developed with the following major aspects:

(a) Job evaluation and re-grading (JERG):
Getting the job-grade structure right for
the purposc of improving the links
between pay and performance.
Implementation of recommendations of
the comprechensive JERG exercise was
expected to result in improved pay for
qualified professional and technical
positions relative to others in the public
service, as many ol these positions werce
under-graded relative to other positions,
as well as resulting in improved (perceived)
fairness in the compensation as horizontal
and vertical equity are enhanced.

(b) Medium-term pay targets: The adoption
of a medium-term target salary structure
that would systematically enhance pay for
all public servants, particularly those who
were disadvantaged following the
consolidation/elimination of most of the
allowances. Annual salary adjustment
plans were proposcd for achieving the
medium-term pay targets.

Service Management and Employment Policy (2008)
recognises these groups as public servants.
Furthermore, the practice is that remuneration of
these groups is approved by the President based on
the approved wage-bill ceiling.

3.3.2 Therefore, the scope of the policy is to provide a
framework for pay and incentives to public servants
in the Central Government, Local Government
Authorities, Executive Agencies and all Public
Institutions that draw personnel compensation from
the Treasury.
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(h) To further evolve the performance
management system, where:

(i) An objective and open stafl appraisal system
would continue to be used as the only basis
for progressions and promotions;

(if) Distinctions would be made between good,
fair and poor performers; and

(iii) Increments and promotions to be based on
merit.

(i) To rationalise donors' compensation for public
service personnel. Thc main objective behind
rationalizing donors' incentives was to develop
a framework to:

() Rationalise and harmonise arrangements
among donors on the levels of
compensation paid for personnel engaged
in donor funded projects and
programmes; and

(ii) Achicve convergence to the donor
incentives with the public service pay
reform targets.

(j)) To review and reform the public service
pension system in order to:

(i) Make it more fiscally sustainable and
affordable;

(ii) Make it more attractive to public servants

CHAPTER 4
4.0 ISSUES, OBJECTIVES AND STATETEMENTS

4.1 1Issue: Competitiveness of the public service
pay

Although the Government has made an achievement
in enhancing salaries in the public service according
to adopted pay targets, the increase did not result in
convergence between public service pay levels and
those of its labour market comparators. A sizeable
gap still remains. The results of a comparative
compensation survey (2006/07) show that nonc of the
salary groups in the public service receives more than
49% of the average pay in the labour market for their
comparators.

Objective: To create a conducive environment which

will enable the public service to attract, retain and
adequately motivate personnel with the requisite skills.

Policy Statements:

1. The Government shall strive to make _,UCEL
service pay better relative to the Labour market
comparators, and to improve working conditions.

2. The Government shall ensure that all pay|
adjustments are consistent with the Medium
Term Expenditure Framework (MTEF).




S

's[2a9] Aed voueyua pue 201aI9g o1[qNg
o2y} jo judwedeurw o) usyjSualls 0} SWaISLS
Uonew.IoUT pue [011U0d [auuostad o) Jo s)oadse
asoxduwr 03 pasoddns sem 9014108 orqnd oy,

‘'sao1joexd pue surayss

uonewIojul pue jo13uod [duuosiad saoxdurr o, (3)

‘syuowrjaedap
pue saLisuIWw ur suou 3urjye)s jo uorneorndde
snotodur Jundope se [[om se ‘ojerrdoidde araym
uonedonged 10300s-0jealad pue 3No-3unoeIu0d
‘Buruuerd or3ojeI)s puE SMOIADI [RUONOUN
y3noiy) paysiduwoooe oq 03 sem S1y], ‘sainseawr
ASUDI01J39 PUE UOTBSI[RUOI} LI JJe)S UTRISNS O,

‘PRULWRIdWI pue pauljep oq 03 SeM SUOHMTSUT
201a198 olqnd snourea ayj Suowe [[1q 28em
oY1 Jo areys o[qe)mbo Funnsuo 10§ MIomouwrel)
V 's3Iewyouaq AIQe]S OIWOU0I9-0I0BW oY)
[I3M JUISISUOD PUE S[I0MdUIel] aInjipuadxo uo)
WINIPOW OY3 Ul PAUIULIdIAP S[2AJ] J& paulejurew
9q 031 sem [[Iq 98em JUDWUIDAOL) [B}0) dY],

‘sdnoid 2014108 wdIMIaq [[Iq

93em oY) Jo areys aqeynbs arow e saey oy, (o)

£

"SJ2D1JJO

[euotssojoid pue [eoruyoe) pojesuaduwion [[am
pue passe) A1y3iy ‘pamgirenb Aysry Surstidwos
‘a1ped reuafeurw pue reuorssojold [erads e 10]
padoraasp oq 01 sem sjromawess e ‘0o1a19s orqnd
o3 duisijeuorssojord jo 1eod ayjy jo ymsind uj
‘a1ped Jerrodeueur

()

pue reuolssojord (o9109) [eroads e dojaaap og (p)

8¢

Usamiaq pue suonninsur ongnd Auew UM ISIXo
saanuaoul pue Aed ur sonmbaur pue sanredsip Jolew
994 "9d1a19s orqnd 2100 oy urym Aynbs asoxdur oy
pue ‘oourwiopiad pue Aed s)e[9r 19139¢ 0} 201AIS JO
$OWADS ‘SaINIONLIS 9prId-qol 9sI[euo el 03 JNO PILLIED
sem yorym ‘Surperd-ol pue uonenieas qof sanoalqo
Jo uononponur ayj Aidssp Sutuaddey ussq sey sy,

"A10Anoadsar uorssSIIUIO)
O0IAI3G [BIOIPN[* pUE UOISSIWWO) Arejusweljled
9U} Ispun poJIolsiulwupe aie AIBIDIpN( 9] pue
FUSWBILIE 10] SUOTIEIDUNIIAI ‘SUOIININSUL 980U} WO.]
jredy 'pa1oaliod oq jsnuwl ey Suryiowos ‘amjonas
Aed 9014198 orqnd oY) ur SUOHIOISIP PIFLIID sey jey)
UOIBUIPIOOD JO 3OB[ B Ul Paj[Nsal.sey SIYJ, "SOINIoNIs
pue s[as9] Aed aanoadsar 11ay) sunuialop (snid) siun
uonejuswaduw] $309(01d Aueu se [[om Se ‘$1030911(] JO
spreog sasrdiojud orgnd pue sonuioyjne Aroyensar
JUSIDIIIP ‘SOI10ULBY 241IN0SXG PUB SILIOYINY
JUSWIUIDACY B0 ‘O0IAIRE [IAlD 10j UONBIIUNWAI
3unjes 10§ s19180 NSJ-0Od 2NIym ‘ojdwexa 10 ‘901AI0S
orqnd 2y} Ul $OTPOQ UOIBIDUNWAI dUO[B-PURIS JO
opnMINU B oI 2121} SE ‘A[JUaLIND 9SBO OY) JOU ST S1Y,

"JIom jo anjea [enba aoy Aed
renbo jo ordound ay) ym aury ut Aed asiuouniey pue
asI[RUONEI 0} 9PBW 9 P[NOYS S1IOHO ‘SSI[OYIIAIN
‘sdanjonays  uonesuadwoo 110yl 3unjes  ul
ANIQIX9YJ JO $92130p SB [[9M SE ‘9DIAISS JO SUONTPUOD
JUSIDJIP 2IINDOI 1BY] SI0UBISWINOIID JUIIIJJIP
Ispun uruonouny aq Aewr suonninsut orgnd JULIaI(

*9914a19s 211qNnd 2]
S§SOI0® YIom Jo anjea jenba 10y Led renbyg:onssy 7'y



remuneration levels for qualified technical,
professional and managerial cadres of the public
service.

The major priorities set out in the MTPP were:

(a) To develop a new job-grade and salary
structure
A new job grade and mm_mJ\ structure was to be
developed on the basis of the outcome of the
comprehensive job evaluation and re-grading
exercise (JERG). While being simple and easy
to administer, the new structure, was expected
to improve incentives by providing increased pay
differentials within grades as well as between
them.

(b) To enhance salary and wages for qualified
technical and professional cadres.
A targeted public service salary structure that
would attract, motivate and retain qualified
technical and professional personnel was
supposed to be adopted and implemented.

(c) To adopt a compensation structure where
allowances do not feature prominently.

The transparency of the compensation structure
was to be improved by consolidating and/or
eliminating some allowances found to be
remunerative.

institutions that draw their remuneration from the
Treasury.

Objective: To rationalise and harmonise [ov aeross
the public service institutions that draw compensation
from the Treasury.

Policy statement:

The Government shall provide a framework of
guidelines on a compensation system to Executive
Agencies and other public institutions that draw
employment compensation [rom the Treasury.

4.3 Issue:Management of Programs and Projects
in the Government

Project Implementation Units (PIUs) compensate for
weak institutional capacity and are regarded as the
most practical mechanism for getting work done in
donor programs/projects. They allow greater flexibility
in hiring and providing staff incentives and ensure
direct monitoring and accountability of funding
agencies. Although, they enhance service delivery,
PlUs are parallel organisations with vested interests
and competing incentives. They, therefore, represent
a contradiction between two development principles
in that, while short-term cfficiency gains can be
ﬂom:vma longer-term capacity of the Ooﬁwgaosﬁ 8
manage projects is impaired.

Objective: To integrate project management into
Government Operations as the way to develop capacity
building.
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adequate competitive remuneration levels to
allow public service to attract and retain the
desired number and quality of Human
Resource (HR) with appropriate requisite skills
and expericnce;

(c) Ensuring evolvement of an incentives regime
with appropriate rewards (and sanctions) to
adequately motivate public servants towards
acceptable standards of performance; and

(d) Facilitating wage bill determination, planning,
and control.

1.2 Implementation of the Pay Reform

Implementation of pay reform took place in two phases.

(a) The first phasc covered the period 1994 - 1999
and its prioritics were cost containment,
rationalisation of the public service salary and
job-grade structure, and

(b) The second phase covered the period 1999 to
date, and its major priority was to enhance pay
in order to ensure that the public service has
the capacity to attract, retain and adequately
motivate personncl with requisite skills to
provide the desired public services and
government strategic outputs.

Much was accomplished during the first phase of pay
reform in terms of rationalizing the salary and job-

4.5 Issue: Systematic approach to incorporate
non-pay incentives into public service compensation
structure.

While pay is considered to be a major factor in
motivating public service personnel towards improved
work performance, the employment perception survey
ranked three of the top four motivating factors to be
non-financial incentives. The three factors are:
improved working tools and budgets, improved
management and more training. Therefore, even if
enhanced pay is provided, it may not in itself be
enough to encourage increasing performance among
scctions of the workforce.

The public service not only lack positive incentives for
improved performance, but also adequate sanctions
for correcting continuing poor performance,
mismanagement and neglect of duties. Both adequate
incentives and adequate sanctions, which are seen as
fairly dispensed, arc part and parcel of a well
functioning reward system. Currently, there is no a
comprechensive and systematic framework of financial
and non-financial incentive to effectively address the
motivational problem in the public service.

Objective: To have a total reward regime in the public
service to motivate public servants to improve

performance.

Policy Statement:

The Government shall develop a total reward system
in the public scrvice.
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significant effort from all of us. Implementation of
the Pay and Incentive Policy initiatives will, therefore,
be phased in a manner that is consistent with the
rationalisation of the pay system and introduction of
performance oriented management culture in the
public service. The measures outlined in this policy
document underscore Government commitment to re-
invigorating morale and integrity of its public servants
so as to improve the quality of service delivery to the
people.

Hon. Hawa AsbuLranman Grasia (MP)
Minister of State, President's Office
Public Service Management

xii

responsible for payroll management. This has resulted
in a situation where, for example, serving public
servants are excluded from the payroll while retirees
are included. There have also been incidences where
deductions from individual salaries were not reflected
in salary slips, or there were mismatches between
approved PE budgets submitted by LGAs and TT
(Telegraphic Transfers).

Objective: To promote effective accountability in HR
management for efficient use of wage bill resources.

Policy Statement:

The Government shall strengthen institutional HR
capacity for management of HR both at the centre
and at operational levels consistent with the policy
decentralisation by devolution.

4.8 Issue: Promoting an effective Collective
Bargaining System

Effective collective bargaining between Government
and Public Servants is the basis of industrial harmony.
However, experience suggests that public servants
demand higher pay increases without due regard to
increasing productivity not only of the public service,
but also of the whole economy. The challenge is,
therefore, how to align workers demands with their
level of productivity bearing the two considerations in
mind.

Objective: To promote productivity as the basis of
collective bargaining in the public service.
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competitiveness and econornic growth is conspicuously
absent from the official development management
agenda.

Objective: To promote improved performance and
productivity in public service.

Policy Statements:

1. The Government shall establish a Public

Service Productivity and Remuneration
Board.

2. The Government shall review the National

Productivity, Incomes and Price Policy of
1981.

3. The Government shall strengthen the use of
OPRAS to ensure linkage between pay and
performance.
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Pension  Money paid periodically to an individual
who retires from employment because of age, disability,
or completion of a specified period of service,

Project Implementation Units All special staffing
arrangements made in institutions to manage and
implement donor-funded programmes/projects.

Re-grading A system of grading job positions in a
salary structure. It is mainly done after the exercise of
Job Evaluation for the purposc of ensuring that
different posts are positioned in the correct salary
grades according to their job weight.

Remuneration The entire package of an employee's
earnings. Generally, it includes a basic salary,
bonuses, allowances, incentives, motivation, pension,
health Insurance, etc.

Remuneration Boards and Authorities Statutory
bodies established to administer remuneration
packages.

Salary A fixed regular payment, typically paid on a
monthly basis but often expressed as an annual sum.

Selective Accelerated Salary Enhancement Scheme
A scheme that targets accelerated salary enhancement
to key professional, technical and managerial personnel
whose efforts are critical to improvement of service
delivery, management of reform efforts and production
of strategic government outputs.

Viil

a Public Service Productivity and Remuneration Board
(PSPRB) will be established. The role of these
stakeholders will be:

5.2.1 President's Office, Public Service
Management:
(a) Develop Medium term pay targets in line with
Labour market comparators.

(b) Carry out comparative compensation surveys at
regular intervals.

(c) Review public service compensation relative to
its labour market comparators.

(d) Provide a framework of guidelines on
compensation systems to Executive Agencies
and other public institutions that draw
employment compensation from the Treasury.

(e) Ensure that the principle of equal pay for equal
value of work is adhered to.

(f) Establish objective criteria for weighing job
content across the diverse organisations that
comprise the broader public service based on
the comprehensive JERG process.

(g) Conduct JERG exercise across the public
service.

(h) Ensure consistence and systematic approach to
adjusting salaries for public servants.

(i) Design and develop an appropriate incentive
scheme to assist LGAs in their efforts to
overcome HR constraints to scrvice provision,
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PO=P§M=  Frealdent's Ofitca = Public (b) Ensure that all pay adjustments are consistent

mmwﬁ.om gmﬂmmmaosﬁ. with the Medium Term Expenditure Framework
PSA - Public Service Act. i (MTEF)
PSM - Public Service Management. .
PSRP - Public Service Reform Programme. (c) Develop measures to cnsure that all public
RE - Recurrent Expenditure. ‘ " institutions drawing their personnel
SASE - Selective Accelerated Salary En . compensation from the Treasury undertake
hancement. compensation adjustment within the budget
ToR - Terms of Reference. cycle and are appropriately budgeted.
M\Mﬁ H WM:MQWMM%SES of Tanzania. (d) Ensure provision of funding for required
68 Bl incentives in LGAs.

(e) Rationalise budget expenditure by reducing
remunerative allowances from OC Budget.

(f) Review the 1981 National Productivity, Incomes
and Price Policy.

5.2.5 Public Service Productivity and
Remuneration Board:

A Public Service Productivity and Remuneration Board
(PSPRB) shall be established to monitor and
harmonise compensation in public institutions that
comprise the public service.

The PSPRB shall be based in President's Office. The
Board shall be responsible for:
(a) Rationalising and harmonising remuneration
across all public service bodies that draw their
personnel compensation from the Treasury; and

(b) Reviewing proposals for improving productivity/
performance across the broader public service
to better link pay to performance.

Vi 39
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v

(i) Performance of the national economy, in
general, and to the cost of living and
economic growth rate, in particular;

(i) The need to enhance and maintain macro-
economic stability in the country; and

(iii) Affordability and sustainability.

5.2.6 Other MDAs and LGAs
The role of other MDAs and LGAs shall be to adhere
to the principles laid down in this policy.

95.2.7 Other Stakeholders
Trade Unions shall negotiate and advise Government

on Public Service pay and incentives, in line with
existing legislation.
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CHAPTER 6

6.0 CONCLUSION

The principles that have been outlined in this policy
provide a comprehensive framework for public service
remuneration. In particular the policy seeks to:

(a) Harmonise compensation structures across
MDAs and PIs that draw their personnel
compensation from the Treasury;

(b) Narrow the gap in compensation packages
between the public service and labour market
comparators;

(c) Provide adequate pay differentials to compensate
for skills and ability, experience, performance
and responsibility;

(d) Attract, retain and motivate professional and
qualified technical personnel in the Public
Service;

(¢) Reduce the significance of employment
allowances with remunerative elements in the
recurrent expenditure budget to achieve
rationality and transparency in the
compensation system;

(f) Alleviate staffing problems in underserved areas
to improve service delivery, quality and
accessibility for the most vulnerable segments
of the population, with little or no alternative to
publicly provided services; and
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