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FOREWORD

Quality and timely service delivery to citizens is a firm commitment of
the Government of Rwanda. This leitmotiv upholds the rationale of a
series of public service reforms initiated and implemented to enhance
efficiency and effectiveness of Public Service [nstitutions.

Remarkable achievements have been made In terms of streamlining public
service management. However, concentration of authority at the apex
of some public institutions has remained an impediment to increased
performance and such concentration must be decongested timely
and more so as Rwanda has committed to to adopting results-based
management toward achieving national development goals.

Since the Government of Rwanda has opted for a results-based management
system to keep improving and sustaining its performance to highest

levels, it is important to note that delegation of authority is a prerequisite
for successful implementation of the results-based management system.

All managers are therefore called upon to see delegation of authority

at strategic and more focused performance enabling mechanism,

The delegation of authority will minimize the workload of managers and
allow them time to concentrate more on strategic and innovative functions
than routine nature work.

Delegation of authority is another important milestone achieved by the
Government of Rwanda to improve managerial efficiency and effectiveness
in Rwanda Public Service by eliminating any bottlenecks in the service
delivery flow and increasing expediency.

The benefits of delegation of authority rest on the degree of proven
ownership from all public servants, both or managers and middle and
junior cadres to embrace this policy as a trampoline for enbanced individual
and institutional performance, growth, empowerment and development,

Judith
Minister of Public Service and Labour
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EXECUTIVE SUMMARY

The Rwanda Public Service is committed to ensuring quality
and timely service delivery through strong organizational
performance. Bringing services and decision-making powers
close to the people has been an enabling factor in enhancing the
delivery of services in Rwanda Public Service. All public service
reforms carried out have been informed by the commitment of
the Government of Rwanda to ensure that public services are
delivered within reasonable time frames and with the highest
level of professionalism and accountability.

Against this background and in a bid to maintain the momentum
in establishing policy frameworks for organizational efficiency
and quality and timely service delivery, the Rwanda Public
Service Delegation of Authority policy lays down a framework
for delegation modalities in the Public Service. In the context of
administrative and technical responsibilities, the Policy recalls
that delegation can be explored as an efficient tool in ensuring
common and shared responsibility and accountability across
all administrative ladders within the public service.

The Policy underscores the fact that Delegation of Authority
may be expressly provided by a law or not. Therefore, where
there is no law authorizing delegation of Authority, this policy
shall provide practical Authority delegation mechanisms for all
public servants with the authority to decide and take action in
the exercise of their responsibilities.

The Rwanda Public Service Delegation of Authority Policy is
expected to enhance service delivery, and contribute to both
individual and institutional development. With the need for
timely services and both vertical and horizontal team work in
the public service, the role of delegation of Authority cannot be
emphasized more. The Policy provides framework to be used
by individual institution for policy implementation taking into

PO.BOX 403 KIGALI Website:www.mifotra.gov.rw E-mail: info@mifotra.gov.rw, Follow us on Twitter :@ MIFOTRA



account institution specificities. By way of this approach, the
Policy mandates the management of public institutions to
embrace the delegation of authority as a tool of administration
efficiency and hence ensure it becomes part of the institutional
management culture.
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l. INTRODUCTION

The Government of Rwanda initiated a range of public service
reforms to enhance the efficiency and effectiveness of Public
Sector Institutions and achieve quality service delivery. As part
of the reforms, the mandate and structures of public Institutions
were reviewed to promote efficiency in the public service.

As a result, the public service was re-organized, reduced
in size, and a number of central government functions
were transferred to lower local governments as the
decentralization policy came into force in 2001.

In addition, the Government adopted and implemented
policies, which allowed other players to participate in the
economic and social development of the country, notable
among such policies is the policy of Privatization and private
sector development, as well as encouragement of the activities
of Civil Society Organizations.

In 2008, the Government of Rwanda (GoR) embarked on
a functional review exercise aimed at verifying whether
public services were being properly delivered at every
level; for Central Institutions (Ministries and Agencies...) and
Local Government entities (Districts, Sectors and Cells).

A capacity needs assessment for Local Government entities
was also carried out. These studies found a number of aspects
which required redressing in order to optimize the quality and
efficiency in public service delivery. Most significant of these
were work overload, bureaucracy administrative delays and
demotivation of the supervisory staff.

Majorly, the functional reviews highlighted the fact that there were
no clear and well stipulated procedures guiding the delegation of
authority and responsibilities, thus leading to a concentration of
responsibilities at the apex of the hierarchy; that is, the Ministers,
Permanent Secretaries, Secretaries Generals, Clerks, Executive

PO.BOX 403 KIGALI Website:www.mifotra.gov.rw E-mail: info@mifotra.gov.rw, Follow us on Twitter :@ MIFOTRA



Secretaries, Director Generals and Governors in the case of Central
Government; and Mayors and Executive Secretaries in the case of
Districts. Therefore, establishment of a coherent and permanent
delegation system of responsibilities was recommended.

Il. FINDINGS OF THE AUTHORITY DELEGATION
STUDY

The Ministry of Public Service and Labor conducted a study
aimed at finding out how tasks and responsibilities were being
shared between the different levels of hierarchy in the public
service institutions and the impact it had on the quality of service
delivery therein. The study was conducted in Central Government
and Local Government institutions. These were the findings:

IL.1. Institutional aspects

a) Ministries

At this level, the study found out that most power and responsibility
rested in the hands of the top management i.e Minister and Permanent
Secretary. Here is the illustrative case of the situation of a Ministry.

e All documents are signed by the Minister and Permanent
Secretary;

e Approval and Signature of all the human resources
management deeds; (staff appointment, annual and
maternity leave, salary payment, dismissal, promotion,
disciplinary actions, etc );

e Approval and Signature of all the outgoing mails (PS and
Minister);

¢ In most Ministries, the dispatching of mails is carried
out by the Permanent Secretary’s Office or the Minister’s
office.
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e In terms of financial management, for any payment, the
procedure is as follows:

1. Verification by the Budget Officer
2. Verification and Signature by the DAF

3. Approval and Signature by the PS

b) Provinces

In the case of Province, most power and responsibility were
concentrated in the offices of the Governor and Executive
Secretary. These two province authorities sign all the official
documents.

c) Districts

In the case of Districts, most power and responsibility were
concentrated in the offices of the Mayor and Executive
Secretary.

All the human resources management deeds are signed by the
Mayor while the financial management deeds are signed by the
Executive Secretary who is the Chief Budget Manager.

In brief, the study noted that excessive control and approval
mechanisms and micromanagement that lay at top levels of
institutions are obstacles to high strategic planning, high
productivity and results-based management culture. In
this respect, existing regulations and rules would therefore
need to be revised to accommodate authority delegation
system across the public service.

I1.2. Legal framework

There is currently a legal framework in place that governs the
delegation of authority and responsibilities in public service.
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However, the existing legal framework has a limited scope in
terms of sectors and areas covered.

The Law n° 86/2013 of 11/09/2013 establishing the General
Statutes for Rwanda Public Service allow authorities entrusted
with powers related to the civil servants management to
delegate the entrusted powers to managers/subordinates.
The same law provides that a Presidential Order shall determine
the competent authority and modalities of authority delegation
as regards the management of public servants.

In Public Prosecution, the Law n° 04/20010L of 03/01/2011
determining the organization, functioning and competence
of the National Public Prosecution Authority and the Military
Prosecution Department provides for possibility of delegating
authority where the Prosecutor General may delegate some of
his/her powers to the Deputy Prosecutor General or any other
staff of the National Public Prosecution Authority.

As far as financial management is concerned, the Organic Law
n°12/2013/0L of 12/09/2013 on State Finances and Property
provides that the Chief Budget Manager may delegate part of
his/her powers to any relevant public officer under him/her
and after informs the Minister in charge of finance in writing.

In case the Chief Budget Manager delegates to any person, he/
she remains accountable for delegated powers.
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l1l.  AUTHORITY DELEGATION IN PUBLIC SERVICE
MANAGEMENT

II1.1. Rationale of delegation of authority

Delegation of authority is a prerequisite for the successful
implementation of results-based public service management.

To be accountable for results, managers have to be duly
empowered through the clear delegation of authority in all
areas, especially financial and human resources management.
More generally, increased organizational performance
highlights the need to empower staff to participate in decisions
affecting the organization as one of the principles underlying
the management style that is required for good governance.

The primary objective of delegation of authority is to foster a
more efficient use of resources and facilitate the emergence
of more agile and responsive organizations, thus enhancing
overall performance. Because performance improves when the
people who are closest to the work have managerial authority
and responsibility delegated directly to them, public
institutions have to ensure that internal processes provide
managers with the authority and flexibility they need to
contribute to the organization’s mission.

II1.2. Delegation of authority and delegation of signature

Sometimes what is labelled as delegation of authority may be
no more than delegation of signature. In the former, there is a
transfer of responsibilities in a given sphere of action from one
administrative authority to another, whereas in the latter, the
authorized representative simply takes decisions in the name
of the delegator.
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II1.3. Authority delegation and decentralization

It is necessary to make a distinction at the outset between
genuine delegation of authority and decentralization, where
the former means devolution of decision-making powers and
a process by which a manager assigns or entrusts a part of his
workload to his subordinate whereas the latter means systematic
distribution of authority by the top management down the line
to create operative levels and to make them autonomous in there
functioning. In a highly decentralized organization, the top
management restricts itself to major decisions in areas
like policy making, coordination and control. The lower
level managers have enough decision making authority
and support to introduce innovativeness in their work.

IV. POLICY OBJECTIVES

The overall aim of Authority delegation is to have
meaningful participation and cooperation from the
subordinates for achieving certain well-defined results.
Authority delegation allows significant deconcentration
of routine responsibilities from the superior.

As a result, superior authorities will focus more on
strategic organizational matters and subordinates are
induced to become responsible for certain functions
transferred to them.

Delegation is a mechanism, which a superior/

manager uses for sharing his work with the subordinates
and thereby raising organizational efficiency. In parti
cular delegating authority has the following objectives in
public service management:

Relieving managers for routine and unnecessarily time
consuming responsibilities: Delegation will make it
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possible for the managers to distribute their workload to
others and concentrate on strategic functions.

Facilitating efficiency and quick actions: Delegation
enables subordinates to deal promptly with problems
and take decisions quickly within their authority, saving
time in the process. This raises the overall efficiency in
an  Organization and offers better results in terms of
timely and good service delivery.

Leading to motivation of subordinates and improving
employee morale: Authority with responsibility
encourages subordinates to give their best at work. They
take more initiative and gain more interest in their work.
Furthermore, Delegation leads to motivation of
employees and staff development. The attitude and
outlook of subordinates towards work assigned becomes
more constructive.

Developing team spirit: Through delegation, effective
communication develops between the superiors and
subordinates. This brings better relations and team
spirit among the superiors and subordinates enhancing
working relationships and trust.

1. Facilitating management development: Delegation acts as
a training ground for management development. It gives
opportunity to subordinates learn, grow and develop new
qualities and skills. It builds up a reservoir of executives,
which can be used as and when required.

V. ELEMENTS OF DELEGATION OF AUTHORITY

Every process of delegation of authority involves essential three
interrelated steps i.e. delegating authority, vesting responsibility,
and holding the delegate accountable.
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Authority-is the legitimate power vested in a competent authority
to take decisions and to direct and control organizational resources
towards the achievement of organizational objectives.

In Public Service, most authority rises at the top of the hierarchy
and flows from top to bottom of the organization’s administration.

Responsibility-refers to an employee’s opportunity or ability
to act independently, take decisions and perform satisfactorily
or complete tasks established by his/her job position and/or duties
assigned by a supervisor. A person who is given responsibility to
complete a given task has to ensure that he/she accomplishes
that task. Obviously responsibility without adequate authority
is as useless as authority without responsibility as both can create
discontent and dissatisfaction.

Accountability-implies taking ownership of all responsibilities
and honoring commitments, delivering outputs for which the staff
member has responsibility within prescribed time, cost, quantity
and quality standards; operating in compliance with organizational
regulations and rules.

In line with effective delegation of authority, accountability entails
three major elements: (i) responsibility and liability (ii) reporting
and (iii) monitoring.

In respect of the first, once the cascade of expected results is
established and each individual is aware of what and to whom
he/she is accountable, each individual must be responsible and
liable for the effective and efficient use of the resources
allocated to carry out the tasks to implement the programmes and
activities.

The quality of performance in respect of assigned tasks and
responsibilities, as reflected in the individual performance appraisal
report, would be the yardstick for subsequent personal actions.
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The second element refers to the obligation of all staff and
managers at all levels, including the executive heads, to keep
their supervisors systematically informed about the actions
taken to carry out the mandated programmes and activities.

The third element deals with the duties related to monitoring
the actions taken by the supervisees in implementing the
assigned tasks, supporting subordinates, providing oversight
and taking responsibility for delegated assignments.

VI.  PRINCIPLES OF AUTHORITY DELEGATION

Effective implementation of delegation of Authority in Rwanda
Public Service shall require adherence to principles and
compliance with conditions set below. It is critical that all
public institutions take note of the principles and conditions
of authority delegation to make the latter a tool towards
administrative efficiency. The said principles are meant to help
a great deal establishing clear delegation relationship between
the delegating authority and the delegated authority.

a) Strict compliance with applicable legislation
and formality in delegation

Delegation of Authority shall not be authorized where a law
in force prohibits the authority in exercise from delegating a
portion of its powers.

As any other administrative act in Rwanda Public Administration,
authority delegation must be in writing under signature of the
delegating authority. An act of delegation of authority may be
open-ended or for a specific period.

However, in either case, authority delegation may at any time
be withdrawn by the delegating authority in writing.
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The delegation of functions devolved to a subordinate because
of absence of an authority will lapse when the authority comes
back.

b) Unity of Command and clear chain of command
This principle of delegation suggests that everyone should have
only one boss. A subordinate should get orders and instructions
from one superior and should be made accountable to one superior
only. This means ‘no subordinate should be held accountable to more
than one superior’. When a subordinate is asked to report to more than
one boss, it leads to confusion and conflict. Unity of command also
removes overlapping and duplication of work. In the absence
of unity of command, there will be confusion and difficulty in
fixing accountability.

c) Absoluteness of Responsibility

This principle of delegation suggests that the authority delegated
does not imply that the delegator stops being accountable for the
responsibility delegated to the subordinate. The administrative
responsibility is absolute and remains with the superior and the
superior cannot run away from the same even after delegation.
Even when the manager delegates authority to his subordinate,
he remains fully administratively accountable to his superiors
because responsibility cannot be divided between a superior
and his subordinate.

In performing delegated responsibilities, the delegate has
to ensure that his/ her activities and decisions conform to
administrative and legal requirements.

In case of breach, the subordinate will beadministratively
accountable to his/her superior while in criminal matters,
he/she shall be personally responsible for his/her legal
transgressions.
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d) No delegated authority can be further delegated

The principle “no delegated authority can be further delegated”
must apply while implementing delegation of authority in Public
Administration. It implies that a subordinate to whom authority is
delegated cannot him/ herself further delegate that same
authority to another subordinate in hierarchy unless this has been
expressly specified by the principal delegation act.

e) Validity of decisions

Decisions taken by virtue of delegation of authority no matter to
which level of hierarchy the authority is placed, shall be considered
as valid in their entirety.

The delegation of authority can be withdrawn, amended or lapsed.
However, the withdrawal, amendment or lapse of delegation does
not invalidate anything done as a consequence of a decision
taken, or a performed task in terms of that delegation before
such withdrawal, amendment or lapse.

f) Reporting Obligation and Review of
Delegation

A staff member, to whom authority has been delegated, must report
to the delegating authority in writing on all decisions taken or tasks
performed within the scope of the delegated authority.

Effective delegation of authority calls for monitoring and evaluation
of the exercise of delegated authority. The monitoring and evaluation
which can be ensured through the regular reporting on exercised
delegated authority should be reinvigorated through readiness to
open dialogue between the delegating authority and the delegate.
Such Monitoring and Evaluation mechanisms will provide ground
information to assess the necessity for reviewing the delegation
of authority.
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Whenever it becomes necessary to review, the delegating
authority shall submit a report on the existing delegations
with recommendations on any changes thereto which they
may consider necessary, to the direct supervisor or Head of
the public institution.

g) Impersonal nature of delegation

Delegation of authority in Rwanda public service shall be
premised on the principle of sustainability and continuity.
In ensuring the same, delegated authority must be conferred
upon political office bearers and posts on the organizational
structure of the Institution and not personally on incumbents
of such posts. Delegation also shall apply in respect of acting
positions provided persons appointed in such positions have
lawfully been so appointed.

However, restrictions on the above rule may be introduced if

the circumstances so require, and upon legitimate grounds.

VII. SUCCESSFULFACTORS FOR EFFECTIVE
IMPLEMENTATION OF AUTHORITY DELEGATION

A number of factors contribute to effectiveness of delegation
of authority and the following “Nine Cs” describing them are
paramount:

1. Conceived authority

Authority that can be delegated must obligatorily be legally
recognized and already entrusted with the delegator.

This authority is considered to have been conceived through-
out different legal instruments mainly laws and regulations.
This therefore implies that a manager should only be allowed
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to devolve authority that was initially entrusted to him /her.

The delegation of authority applies to duties and responsibilities
inherent to the delegator’s post. Work related instructions and
orders issued by authorities to subordinates will not be
construed as delegated authority.

2. Choose what can be delegated

Choosing what to delegate and what to retain is one of the
biggest leadership responsibility. It is better to delegate the
routine and other responsibilities where not much policy
making and strategic decisions making are involved.

In respect of the above, superiors should remain with strategic
and high level functions which are critical in the running of
the institution.

3. Capacity building- Nurture staff to shoulder
managerial responsibility

Since delegating authority passes on increased duties to middle
managers, it calls delegators to ensure training of delegates through
induction programmes and on job training meant for building
their capacities and grooming them to accomplish successfully
delegated duties. Additionally, specialized training will need to be
provided to ensure the adequate development of the managerial
competencies identified as key ones to perform delegated duties.

It is believed that training programmes related to management
behavior, emotional intelligence, effective communication and
meetings, teamwork and time management have a significant
impact toward a fruitful delegation of authority and increasing
organizational performance.
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4. Clarity-Clear cut instructions

Clarity of duty as well as result expected is a keystone in authority
delegation practice. It explains how a superior gets work done from
his subordinate by clearly explaining what is expected of him and
how he should go about it.

Clarity of orders is the most important element in any organizational
setup. The delegator should explain in clear terms, verbally as well
as in writing the what, why, when and where of duty assigned.

Delegates should be made to understand the limits of authority so
that they know the area of their operation and the extent of freedom
of action available to them. Such clarity guides subordinates while
performing their jobs.

5. Communication-Constant liaison

Maintaining constant communication between a manager and
subordinates is a sine qua none factor for effective delegation of
authority. Constant communication, downwards and upwards,
helps in solving the issues before they become problems.

Delegation system may not work smoothly in the absence
of effective communication between the superior and
subordinates.

Furthermore, through constant communication, the delegator
will easily access comprehensive information on the status of
performance of delegated duties, which will enhance transparency and
enable the delegator to identify areas that need further improvement
in delegation.
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6. Confidence-Have confidence, build confidence

It is obvious that delegate will take a certain time to adjust to
new and enhanced responsibility. In view of this, the delegator
must have confidence in his/her employees to rise to the occasion.

To avoid possible mistakes, it is better to equip delegate with
sufficient information and all details surrounding the performance
of duties being delegated.

7. Constant monitoring-Everyone needs monitoring

Once delegated, the delegator’s role and responsibilities just change,
but do not finish. Constant monitoring and taking corrective measures

wherever needed is the delegator’s responsibility:

8. Cooperation- Not leaving delegates in the lurch

Delegation is just for increasing the efficiency and effectiveness
of the organization. However if the delegator does not cooperate
with delegates, they will not operate at their optimum level, it
is therefore necessary for the delegator to help them to excel by
guiding and assisting them in discharging their duties.

9. Commitment valuing adherence to delegation of
authority

Genuine delegation must cascade down from the very sources
of authority, namely the organizational leaders, through the
executive heads of departments and line managers, and there must
be a clear commitment at all levels in favor of such delegation.
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VIII. LOGFRAME FOR ESTABLISHING DELEGATION OF
AUTHORITY IN RWANDA PUBLIC SERVICE

The table below indicates, in a template format, what should be
considered in preparing a delegation plan within a Public service
in the Rwanda Public Service. This table is not exhaustive,
bearing in mind the unique nature of each institution.

[t is rather an illustration to guide institutions in coming up
with their own customized log frames.

P.O.BOX 403 KIGALI Website:www.mifotra.gov.rw, E-mail: info@mifotra.gov.rw Follow us on Twitter @MIFOTRA

18



suope|ndas pue
SME| JUBADJA ||B
yum aouejjdwo)

Asoyiny |ing

Hun
|E21UYI3] PRUIDIUOD
JO peaH / Jo1alig

Ase1au29s aannaex]
/10Ae|A|/10uian0D
Juonninsul Jo pesH
/aed41a/Sd/1=IsiulN

SS1LIOYINE JUBADJRJ S,UoLINISUL
Ag ujey suoisipap Sunndsx3

suonpe|ngas pue
SME| JUBADJA ||B
yum aoueldwo)

Ayuoyiny ||n4

wn
|BO1UYDD} PAUIIIUOD
40 peaH / Jo1auq

Ase1audas aAnnIex3

/4oAe|n/1ousanoD
Juonninsul Jo pesH
/9e241a/Sd/191s1uliN

‘Aloyine juens

-|94 Aq uoisidap Jo 13[gns
uaaq Apeauje sey 1eyy uon
-ewJoul |ealuydal Suipinoid

suope|ndas pue
SME| JUBADJA ||B

un
[B21UYI3} PAUIIIUOD

Aseyaunas anndaxy
/10Ae|n|/10uian0D
Juouninsul jo peay

iELE]
|[ENPIAIPUI UB 3B Aj2J3W S| 4O
|9A3] S,UOLINILSUI BY3 PIIIXD
10U S90P UOISIIAP Jo Pedw]
3y} uaym sanljiqisuodsal
[E21UY23) JUsWHEeda JO HuN

sapl|iqisuodsau

yum aouejdwo) | Aysoyiny [In4 JO peaH / Jo1alig /qedJ1g/sd/491siIuln 0} paie[aJ sanss| uo 3uip1daqg |ealuydsl T
poiedajap poaiesa
suonipuo) | Ayjiqisuodsau -19p s1 Ajiqisuodsad
/sieway JLRUENE] woym o3 Aiuoyiny | Ansoyiny SuneSasjaqg Ajiqisuodsaa Jo aunieN aiaid | oN

a[qer ay L

19

PO.BOX 403 KIGALI Website:www.mifotra.gov.rw E-mail: info@mifotra.gov.rw, Follow us on Twitter :@ MIFOTRA



suone|n3aJ pue
SME| JUBA3IaJ |8
yum aoueldwo)

Aysoyiny ||ng

UuoIleJISIUIWPY

Joj a|qisuodsau
J012341(Q ‘@|qeddde
10U JI 4a8eUB|A UOISIAIQ
S92IAJDS 91eJ0dio)

Ale1asnas
aALNJ9X3/J0Ae A
/doulanon/uonniisui
Jo peaH/qedJia/sd

solepipued
JO Uo1I|IS 4o |eacsddy

suone|n3aJ pue
SME| JUBA3|3J ||B
yum aoueldwo)

Aysoyiny ||ng

924nosal
UBWNH uonessIuIWpY
Joj 3|qisuodsau
1032241Q 3|qeaijdde 10ou
Juadeue|n uoisIng
S92IAIRS 91e40d10)

Ale1asnas
aALNJ9X3/J0Ae A
/doulanop/uonninsu|
Jo peaH/qedJia/sd

SsalouedeA
JO JUSWsLIAApE JO [enosddy

suope|ngas pue
SMe| JUeAd|al ||e
yum aoueldwo)

Aysoyiny |ing

924n0ssay uewny
uonesnsiuiwpy

Joj 3|qisuodsau
Jo1au1q a|qedidde jou
J1 498euep uoising
$921AI9S 91e10di0)

Alelatnas
aAlNdax3/10Ae N
/doulanon/uonninsu|
Jo peaH/qedJia/sd

ssao0.4d Juswiliniday

Juswadeue|n
92JN0S3aY UBWNH

suope|n3aJ pue
SME| JUBA3|3I ||B
yum aouejdwo)

Awoyiny |In4

Hun
|B21UYI3] PaUIa2uU0d

J0 peaH / Jo3LuIg

AJe19423S 9A1INJ9X]
/10Aejn/10ulan0D
/uonniisuj Jo pesy
/9e241a/Sd/491sIulN

sjuswedap pauladuod 3y}
0} paie|aJ Aj3oauip sSunssw
|ealuydal Sulieyd pue Suniau|

P.O.BOX 403 KIGALI Website:www.mifotra.gov.rw, E-mail: info@mifotra.gov.rw Follow us on Twitter @MIFOTRA

20



suone|n3ai pue
SME| JUBA3|3J ||B
yum aoueldwo)

Aysoyiny ||ng

uonesnsiuiwupy
/ 924n0say uewnH Joy
3|qisuodsas 10303.1q

Ae1asnas
9ALNJ9X3/40ARIA
/4oulanon/uonninsul
J0 peaH/sd/qedJia

91e0413490 AJejes

suope|ndas pue
SMe| JUeAd|al ||e
yum aoueldwo)

Auoyany |in4

uonensiuiwpy
/ 924n0say uewnH Joy
3|qisuodsas 10323.1Q

Ase1ai29s aAnnIexy

/1oAe|n/10uianon
Juonninsul Jo pesH
/Sd/qedJia/aeasiuiN

S92IAJDS JO 218041143

suone|n3as pue
SME| JUBA3|3J ||B
yum aoueldwo)

Aysoyiny |ing

Jaseue|p UoISIAIQ
$921AJ9S 31el0d10)

Y8 [SEVREINTIETET)
/AJB13103S JuBUBWI

AJe1ai29s aAnnIexy
/10Ae|nl/10uian0D
Juonninsul Jo pesH
/deda1a/49asiuln

yieo ue 3upyel

suope|ngas pue
SMe| JueAdlal ||e
yum aoueldwo)

Ayuoyiny ||n4

Jaseue|p UoOISIAIQ
$921A19S 31e10d10)
/|e4auan Aeyasdas

/AJe121095 JuBUEWI

Ase1ai29s aAnnIexy
/1oAe|n|/10uianon
Juonninsul Jo pesH
/9ed1a/Rs1ulin

S9)EpIpPUED JO JUBWdE|d

suope|n3aJ pue
SME| JUBA3|J ||B
yum aoueldwo)

Awoyiny |In4

uonessiuIwpy
Joy} 3|qisuodsal
10323.1Q |qedijdde jou
1 498eue|n uoisIng
S92IAJS 91e40d40)

Aie1asnas
aALNJaX3/10Ae|A
/doulanon/uonniasu|
J0 peaH/qedJia/sd

uoIssIWwWOo) IIAIIS dl|gnd
3y} 0} Joday Juawiinioay

1

2

PO.BOX 403 KIGALI Website:www.mifotra.gov.rw E-mail: info@mifotra.gov.rw, Follow us on Twitter :@ MIFOTRA



suope|n3aJ pue
SMe| JUBA3|J ||B
yum aoueldwo)

Aoyiny |in4

uopninsu| Jo peaH

Ayuoyine Supuioddy

uopisod |eu
-98euew juedeA B Ul WA

Aleyaldas
aAlNdax3/10Ae N awpn 3upjiom
SMe| JUeA3|al /iousanon/uonninsul Ajlep-eJixa jo uonesuadwod
01303dsay | Aysoyiny [n4 | Josiaiadns Sieipsww] J0 peaH/sd/qeddiq pue 32u3sge JO UOoISSIWIdd
Ae1asnas
ue|d anes| |lenuue uopeJisiuiwpy aALNJax3/10Ae|A
pue ‘sme| Jueag|a. pue 324nosay uewnH | /JouiaAoH/uonninsul

01 109dsay

Awoyiny |In4

J0 JoyauIg

Jo peaH/sd/qedaid

sanea| Auoiniels Suinosddy

$10109s Ajsond jo
uoLeIapPISUOI anp
pue ‘sue|d Sujuiesy
panoudde ‘sme|
9|gedidde 10adsas
03 193[qnsg

Asoyiny ||ng

3ulp|ing Ayoede) Joy
9|qisuodsas  103d241Q

921AJ3S 21|gNd 10}
3|qisuodsas  J3ISIUIA

Sulure) 4oy SIUBAISS |IAD
0] UonezIIOYlne Jo 3duenss|

suope|ndas pue
SME| JUBA3|3l ||B

uonesIuIwpy
pue 924n0say uewnH

Ase1auo9s aannaexy
/10Aejn/10ulan09
J/uonninsuj Jo peayH

1e14e13429S 3ulp|!
Aypede) 1032395 21jgnd ay3 01

yum aoueydwo) |  Amdoyiny |jn4 jouopaug | /sd/qeddia/iLisiulin 1oday ue|d Sujuies] |enuuy
Aieyandas Jahojdws Jayjoue

suope|n3aJ pue aALNJaX3/10Ae|A U}IM 30eJ3u0d JudwAojdwa
SME| JUBA3|J ||B Josinzadns | Jiousanon/uonninsul [ Suipnjpuod Joy ssAoidwa  ue
yum aoueydwo) | Apsoyiny ||n4 a1eIpaww| J0 peaH/sd/qedJ1q 03 uonezioyine Sunueln

P.O.BOX 403 KIGALI Website:www.mifotra.gov.rw, E-mail: info@mifotra.gov.rw Follow us on Twitter @MIFOTRA

22



S24n3oNnJ1s
|euoneziuedio
|euonniusul pue
‘sme| 3ujuianod
91 Jo 109dsay

Aoyany |In4

dueuld 4oy 3|qisuodsal
J0322.41Q 9|ged1jdde Jou
1 493eue|p uoIsINg
$92INJISS 91e40dU0)

Ja8euen
128png Ja1yd

J93eue|n 193png

J21yD Ag paulwaepald s
Bul190 ay3 yaiym o3 siapinoid
92IAJS 01 SyudwAed sawos 031
JUSWWWOD JO uonezioyiny

juswasdeuep
|eloueul

Josiniadns
?1eIpawwl YIm
uopeynsuod

ul pue suone|n3ad
pue sSMme| JueAd|a4
18 yum
ouejdwo)

Awoyiny |In4

juswadeuey
92UN0SdY UBWNH 40}
9|qisuodsas J030341Q

AJe19103S aALNd9X3
/10Aejn /1oulanon
/uonniisul Jo pesH
/Sd/qedaia/4asiulin

spJezeH
uonednad( Jo uonese|dag

suone|ngas pue
SMe| JUeA3|al ||e
yum aoueldwo)

Aoyany |In4

jJuswpedaq jo peaH
AJe1audss juauewlad

AJe12423S 3ALNIAXT

/10Aein /1oulanon
J/uonninsul Jo peay
/sd/dedaia/ssiuiN

puewdal ‘Gujuiem :Ai08a3ed
T 4O suoBoues aAleISIUIWPY

suone|ndal pue
SME| JUBA3|aJ ||e

uonisod jioddns pue

yum aoueydwo) | Awoyiny |n4 Hun jo peay | Awsoyine Sunuioddy | [9A9] |euoissajold e ul wiidlU|
suone|ngas pue uonisod |elso3euew
SME| JUBA3JaM ||B Ayduesaly ui e ul Japjoygol e Jo souasqe

yym aouejdwo)

Awoyiny |In4

Josialadns ajeipawiw|

Aloyine Sunujoddy

Alesodwal e ul wiau|

23

PO.BOX 403 KIGALI Website:www.mifotra.gov.rw E-mail: info@mifotra.gov.rw, Follow us on Twitter :@ MIFOTRA



suonpe|ngas pue
sme| 3|qedljdde
||e Sunoadsau

03 303[gns

Asoyiny |ing

?dueuly Joy
9|qisuodsal 4012241
‘a|qeaidde jou §I
‘Ja8euen uolsinig
S92IAIS 31es0du0)

Ja8euen
198png Ja1yd

uona|dwod
J0 932411492 pue suopedylou
J9pua} |euy ‘|euolsinoad

suone|ngas pue
SME| JUBAD|DM ||B
yum aouejdwo)

Asoyany |ing

doueulq

Joj 9|qisuodsal 4030a41Q
‘a|qedjdde jou yi
4a8eue|A uoisInIg
S92IAIS 31es0di0)

Ja8eue
198png Ja1yd

9Jueuld jo adieyd

ul Aaasiul|A ay3 o1 syodau
jJuawaess |epueuy Ajyuow
uojssiwqns pue uonesedald

suope|n3as pue
SMe| JuUeAd|al ||e
yum aoueldwo)

Ayoyiny |In4

ddueUl Jo}
9|qisuodsau 1032341Q
‘a|qeaijdde jou 4
“Jadeue uolsIng
S90IAIRS d3elodio)

Ja8euey
198png yo1Yd

Qdoueul

40 981eyd ul Aaasiuly ay3 01
ue|d moy4 ysed Ajyruow jo
uoissiwgns pue uonesedald

P.O.BOX 403 KIGALI Website:www.mifotra.gov.rw, E-mail: info@mifotra.gov.rw Follow us on Twitter @MIFOTRA

24



‘padisjsuely ale
Asy1 ausym pue
s|iew Sujwodul
||e uo Ajiep Aoy
-ne 3unessjap
9y1 Suiwuoyul

031 103[gns

Aioyiny (4

1e1IE}DID3S
|eJlua) Jo peaH

AJseraudas aAnnaex3
/i0AeN/i0usan0D
Jjuonninsul Jo pesH
/Sd/qedJdia/eisiuiN

sHun [eatuyda)
01 s|ie|A Suiwodu|

8uiyoiedsiq |1ew

$24N10N.1S
|euoneziuedio
|euoniniysul pue
‘sme| Sujuianog
9y1 Jo 103dsay

Aoyany |in4

ddueUl Jo}
9|qisuodsau 1032341Q
‘a|qeaijdde jou 4
“Jadeue uolsIng
S90IAIRS d3elodio)

Ja8euey
193png Ja1yd

syjuawAed
AJoiniels Jayio pue JuswAhed
wns dwn ‘Asejes jo [enosddy

25

PO.BOX 403 KIGALI Website:www.mifotra.gov.rw E-mail: info@mifotra.gov.rw, Follow us on Twitter :@ MIFOTRA



Note: Matters reflected in the table above are not exhaustive,
bearing in mind the unique nature of each institution. It is
required that each Ministry/institution identifies its sector
specific activities not covered in this log frame and reflects
them in delegation of authority document in conformity with
the present policy. The sector specific authority delegation
document should be developed and approved by the senior
management of the concerned institution.
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IX. CHANGE MANAGEMENT FOR EFFECTIVE
IMPLEMENTATION OF DELEGATION OF
AUTHORITY IN RWANDAN PUBLIC

ADMINISTRATION

The benefits of delegation will not be automatic.

The implementation process may encounter challenges at
different levels hence the need to proactively identify possible
risks that may hinder effective implementation of delegation
of authority and subsequent mechanisms to mitigate them.

IX.1. Obstacles to implementation of authority delegation

Obstacles that may fail implementation of delegation of
authority within an organization can be classified into 3
categories:obstacles related to the supervisor, obstacles related
to subordinates and obstacles related to organizations.

IX.1.1.0bstacles related to the Supervisor

Resistance to part with authority: A supervisor may resist
delegating his authority to subordinates because he

cannot bear to part with any authority. Supervisors may also be
insecure in their jobs or believe certain activities are extremely
important to their personal success and may find it hard to put
the performance of these activities into the hands of others.

Managers should promote institutional achievements over in-
dividual ones through enhanced collaboration and team work
spirit among managers and subordinates.
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This builds unit of purpose and contributes to organizational
efficiency for realization of an organization’s mission.

a)

b)

Underestimation of subordinate’s capacity: the
fear that the subordinates willnotdo ajob well and
the suspicion that surrendering some authority
may be seen as a sign of supervisor’s weakness.

Managers should have trust in subordinate’s
capacities and accompany them in fulfillment
of delegated responsibilities through provision of
effective induction courses, coaching and mentoring
in order to induce them to productively participate
in achieving organizational mission.

Perfectionism:a manager may know his/her
employees are competent, but feel certain that

he/she can do it even better. This is not neces-
sarily unreasonable fear, but the answer lies in
required training rather than trying to do all the

work alone.

I1X.1.2. Obstacles related to Subordinates

a) Fear of failure: Subordinates may be reluctant to

accept delegated authority because they are afraid
of failing, lack self-confidence, or feel the supervisor
doesn’t have the confidence in them.

Employees need build their own confidence but also managers
must express confidence in their abilities.

[t's important to realize how much the manager’s support and
confidence can help an employee succeed as well as how much

28
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his/her hesitation or lack of confidence can undermine a posi-
tive outcome.

b) Fear of taking responsibility: subordinates may
fear to shoulder responsibility and wish to
keep enjoying a permanent dependence on
their supervisors versus being accountable
for delegated responsibilities. In addition,
the subordinate may fear to bear increased
responsibilities that lead to heavy and demanding
work that may negatively impact on his/her
perceived performance.

Managers should ensure knowledge of delegation
objectives: Before delegating authority, the subordinates
should be made to understand their benefits from the
delegation system and to the organization including
subordinates personal capacity development.

IX.1.3. Organizational obstacles

Resistance to change:

an attempt to introduce delegation of authority system in
any organization may make managers and employees
reluctant and apprehensive in adopting a new process and
procedures of work and working relations, for the
organization would be introducing a significant change in
status quo.
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X. THE MINISTRY RESPONSIBLE FOR PUBLIC SERVICE WILL
HOLD NECESSARY WORKSHOPS TO INFLUENCE
THE MINDSET CHANGE AND ENSURE KNOWLEDGE
OF DELEGATION OBJECTIVES AND BENEFITS FOR ALL
(Institutions, Delegators And Delegates).

IMPLEMENTATION STRATEGIES

The implementation of the Public Service delegation of authority
policy rests upon all players’ understanding of authority delegation

and the critical role it plays in ensuring administration’s efficiency
and timely provision of services. The strategies below stipulate
how the policy will be implemented.

X.1. Ownership strategies

The Policy calls upon all public institutions to make internal
assessment aimed at ensuring that delegation of authority is
used in daily management of public services affairs.

In this regard, the management team of a public institution
should take responsibility and play a lead role in introducing a
customized framework delegation of authority within an institution
and ensure it is adhered to.

X.2. Effective communication strategies

As an instrument towards efficiency and effectiveness of public
administration, delegated authority should be communicated to
both internal and external users of services.

Effective communication is very essential for a smooth functioning
of delegation.
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X.3. Strategies for planning, monitoring and
evaluating delegation of authority

To ensure predictability of all work involved in the delegated
task, it is essential to create a plan which can serve as a bench-
mark in assessing the actual implementation of delegated au-
thority. Monitoring and evaluation should also be premised
upon period reviews.
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