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ABSTRACT 

 

The study attempted to look at staff training on the control of strategic plan 

implementation at MMC Headquarters. The study aimed at determining whether 

training gaps are identified during annual reviews, the limitations that face staff at 

MMC in identifying those training gaps and how the council addresses those 

limitations and finally looked at staff reviews as a control mechanism for strategic plan 

implementation. 

 

The study applied a case study research design, and employed interviews, 

questionnaire and documentary reviews in data collection. A sample size of 50 

respondents was drawn from simple randomly and judgmental /purposefully selected 

respondents. 

 

Results show that, training needs are extracted out of staff performance evaluation 

whereby training gaps are identified during staff reviews. 

 

It was also, revealed that the majority of the respondents  pointed out that the identified 

training gapes during reviews are addressed by providing training to staff with skills 

and knowledge gaps to improve their performance.. 

  

The limitations in identifying training gaps are addressed. Most of the respondents 

agreed that the limitations in identifying training gaps are addressed by having regular 

departmental meetings with staff, counseling staff on the proper training needs and 

educating  

 

The findings in the fourth objective, reflected that, most   of the informants provided 

that OPRAS helps staff to execute their tasks according to the set objective /goals,  

 

It is recommended that the MMC to review some shortfalls on the whole process of 

training, particularly on having its independent training budget, involve all staff in 

training and of SP implementation, train all staff on the effective use OPRAS and the 

SP  be owned by all staff instead of top management team 
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction 

This chapter presents the background of the study, a statement of the problem, research 

objectives, and research questions, significance of the study and scope of the study. 

 

1.2 Background of the study 

Most of the world governments started to implements the strategic planning by 

reforming their dysfunctional public sectors which failed to deliver satisfactory 

services. Strategic planning traces the process which marks a shift from the 

prescriptive and bureaucratic master planning tradition in a more participatory and 

collaborative ways of working among stakeholders. Strategic Planning replaces a 

traditional Weberian bureaucratic system of planning of which the planning was 

strictly a top management activity and did not involve other key stakeholders in the 

organisation. 

 

Globally, strategic planning started to be adopted in early 1980 however Agarwala 

(2007) asserts that since 1960‘s there has been an increased focus on strategic role of 

HRM. This view has become more significant in today‘s knowledge economy that 

depends on the skills and knowledge of the work force, In New Zealand, for example, 

strategic planning begun in the 1980‘s in which adopted a New Public Management 

(NPM) with the transformation of trade activities of Government organisations into 

state corporate structures (Corporatization of Public Service). Corporatization of 

Public Service entails the removal of non-core government activities into corporate 

structures with clear roles, minimal controls, corporate freedom, agreed performance 

measures and controls and agreed management targets and plans and incentives. Later 

in 1980‘s, corporatisation extended to non trading activities including public personnel 

management services. Department heads (Chief Executives) are appointed on contract 
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availed with resource and total freedom of decision making and then judged by results: 

civil servants compete with private sector professionals to appointments to state 

corporate agencies (Civil Service Reform in Southern and Eastern Africa (CSRSEA); 

Lesson of Experience, 1998). 

 

According to the report on proceeding of the consultative workshop held in Arusha, 

Tanzania March 4-6, 1998 on CSRSEA, Governments in these countries are rushed to 

change the bureaucratic culture of systems, conformity and control. The prevailing 

philosophy that much greater flexibility is required in the management of the public 

service in order to improve morally and productivity and that innovation should be 

encouraged and rewarded. Therefore, through the civil service reforms, the 

governments are in hot pursuit of a paradigm shift from bureaucratic –oriented 

―management‖ to result oriented management.  

 

Singapore promulgated a national vision for the 21
st
 century and has a strategic action 

plan (Public Service 21 or PS21). The objectives of PS21 are to nurture an altitude of 

service excellence and to foster an environment which welcomes change and the idea 

behind is to see continuous change as a superior and necessary way of life. As a matter 

of fact, ensuring achievement of real improvements in service delivery  a major 

challenge to most public sector reform initiatives today. 

 

In Africa, most countries started to adopt the new approach in early 1990‘s following 

the failure of the old bureaucratic model. South Africa and Zimbabwe had adopted the 

customer- oriented Model (COM) involving the use of ‗citizen charters‘ Uganda had 

promulgated a result – oriented management (ROM) initiative; and Tanzania had 

introduced the ‗quick wins‘ 

 

In Tanzania, as other African countries, the approach started to be adopted in more 

than two decades with the deliberate efforts of the government to reform the public 

sector in early 1990‘s.  

The government of Tanzania sets out to reform its public service in the early 1990‘s, 

and developed a Civil Service Reform Program (CSRP) as the implementation vehicle. 
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It soon becomes clear that Local Government a sizable segment of the public service 

needed a separate attention to take forward reforms at that level. In 1998 the 

Government published its policy paper on Local Government Reforms and finally the 

Local Government Reform Program Phase I (LGRP I) took place in 2000 and currently 

is implementing the second phase since 2011. (Medium Term Plan and Budget, 2005). 

 

The government embarked into the new approach of management due to some reasons 

that necessitated the shift, among of those reasons were, multiple planning at the 

institutional level, each organisation was using terms and different models of planning 

resulting into poor linkage between planning and budgeting and poor utilization of 

resource allocation during planning process. Poor implementation, monitoring, 

evaluation and reviewing and reporting systems which in turn caused lack of  

involvement and participation in  the planning process and lack of coordination 

between the national plans and institutional plans. As a result the Government enacted 

a Public Service Act No. 8 of 2002 and its regulations of 2003 whereby in 2004 all 

government organisations – local Authorities inclusive, had to enforce the strategic 

planning. In the course of controlling the implementation of strategic plan the 

government has introduced various control mechanisms among of which is staff 

reviews/appraisals through annual reviews by using the Open Performance Reviews 

and Appraisal System (OPRAS).   

 

According to Public Service Regulations, (2003; Section 22) every organisation within 

the public service shall operate an Open  Performance Appraisal System in order to 

discover, evaluate and document  the potential and shortcomings of individuals to 

enable measures to be taken for the improvement of the efficiency and effectiveness of 

the public service as a continuous objective. The information obtained through 

performance appraisals is used, among other things, to identify training needs of an 

employee and prepare training program. 

 

To foster effective implementation of the Strategic Plan, the central Government came 

up with the training policy for Public Sector and developed a separate training strategy 

for Local Government Authorities as a framework for the provision of training for 



4 
 

Local Government Staff. It has been observed that in some Local Government 

Authorities the emphasis is on the acquisition of academic degrees and certificates as 

stipulated in the respective scheme of services for promotion than on the acquisition of 

skills and knowledge necessary for job performance. In this respect, Training as an 

important strategy for effective strategic plan implementation through gaps identified 

during the appraisal activity, is provided without a direct linkage to organisational 

strategic goals, and Training Needs Assessment are being driven from elsewhere rather 

than performance needs (Training Strategy, 2010). 

 

Given all those efforts of the government to make sure that the strategic plan is 

implemented effectively, its effectiveness in terms of implementation is still 

questionable and therefore this study explored the effectiveness of staff training on the 

control of strategic plan implementation through staff reviews.  However, for the 

purpose of this study, it confined itself on looking at the control mechanism of 

implementing the strategic plan through staff reviews/appraisals and whether staff 

training is provided basing on identified performance gaps during reviews. 

 

1.3 Statement of the Problem 

The Government of Tanzania has been making numerous efforts in the implementation 

of   her activities based on various plans that have been developed over time. The 

recent efforts are those that were introduced in early and late 1990‘s in which the 

Government embarked on strategic planning in early 2000 shifting from prescriptive 

and bureaucratic master planning traditional to a more participatory and collaborative 

ways of working among stakeholders. The government introduced reforms in public 

sector in which the Local Government Authorities were availed with the Local 

Government Reform Program Phase I in 2000, however, currently is implementing the 

Local Government Reform Program phase II (LGRP II) which is focusing on issues 

that were not fully addressed during Phase I, Staff training inclusive. 

 

In particular, the present levels of capacity of human resources at the LGAs are not 

sufficient to provide quality services required at the LGA level or to foster 
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participatory development and democratic governance at the local level, envisioned as 

the policy goals of decentralization. This is why capacity development is a major focus 

of the Local Government Reform Program Phase II (LGRP II). While staff training is 

one element of human resources management (HRM), it is a key for overall capacity 

development of the personnel. (Training Strategy, 2010). 

 

Standing orders for public service (2009) provides that Self-appraisal by the public 

servant in the compilation of his own report shall make the appraisal of his 

qualifications, abilities, work and conduct more comprehensive and shall assist in a 

more realistic way not only in the assessment of his performance in his present job but 

also in the need for training him for better performance as well as his suitability for 

promotion or on the need for developing him.  
 

Therefore, the control of strategic plan implementation of any organisation mainly 

depends on the knowledge and skills the Human resources have within a particular 

organisation.  In most cases human resources are the most important and unique 

resource for effective implementation of the strategic plan. The implementation of the 

strategic plan in view of human resources is mainly done by Training staff available. 

Despite of the new approach of planning, local authorities have managed to build 

capacity to their staff in an effort to implement strategic plans effectively. However, 

Agarawala (2007), argues that unfortunately, many organisations do not establish the 

linkage between strategic objectives and training programs. Instead, they prefer to 

adopt training fads. Too often management development has been informal and 

disjointed rather than part of strategic training plan. Training is offered or managers 

are encouraged to take advantage of training opportunities, but these opportunities are 

not part of a formal program that is linked to organisational goals and long- range 

objectives. Such an approach results in Training programs that are misdirected, poorly 

designed and inadequately evaluated. While such organisational investment is directed 

to such ad hoc Training activity, they do not offer much return to the organisation. 

  

The central Government in an effort to enforce strategic planning and effective 

implementation, has enacted laws, legislations, come up with policies, guidelines, 
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programs  and directives to the local authorities on how effectively the strategic plans 

can  be implemented through people working in local authorities.  Of the recent efforts 

is the development of Training Strategy for Local Government Authorizes to make 

sure that Local Government Staff are trained based on skills and knowledge driven out 

of needs assessment necessary for job performance. 
 

Taking into account of the efforts of the Government to make sure that the control of  

strategic plan implementation  of Local Authorities is effective through staff training, 

yet there is no linkage between staff training and the implementation of the strategic 

plan and the training needs are not driven out of the performance goals rather come 

from elsewhere, and has affected the performance of an individual employee, Local 

Authorities, the Central Government and the community at large, therefore,  the study 

attempted to analyse how staff training control the implementation of strategic plan 

through staff appraisals/reviews and to analyse the contribution of staff training to the 

strategic plan implementation at Morogoro Municipal council‘s Headquarters. 

 

1.4 Research objectives 

 

1.4.1 General Objective  

The general objective of this study was to explore staff training plays part in the 

control of strategic plan implementation at Morogoro Municipal Council‘s 

Headquarters. 

1.4.2 Specific Objectives  

During the study, the researcher was guided by some specific objectives which are  

i.   To find out whether employees training gaps during reviews/appraisals are 

identified. 

ii.   To find out whether the identified training gaps in skills and knowledge during 

staff reviews/appraisals are dealt with in improving strategic plan 

implementation 
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iii. To find out whether the limitations in identifying training gaps for effective 

implementation of the strategic plan are addressed  

iv. To find out whether the control mechanisms of staff appraisal help strategic 

implementation. 

1.5 Research questions 

i.      How training gaps in skills and knowledge identified in the 

appraisals/reviews?  

ii.  How the identified training gaps in skills and knowledge are dealt with in 

improving strategic plan implementation? 

iii. How do the limitations in identifying training gaps are addressed to ensure   

effective implementation of the strategic plan? 

iv.   How control mechanisms of staff appraisal help strategic plan 

implementation? 

1.6 Significance of the study 

The study is relevant to the current running of the government business whereby all 

local authorities have strived towards managing their activities based on strategic plan, 

which needs an extensive training of staff to acquire knowledge and skills for 

implementing the strategic plans. Once the study is conducted successfully, new 

knowledge will be generated in the field of human resource management, strategic 

plan implementation, and Staff training. Also will help the MMC to  know  the real 

factors that limit the staff training in controlling strategic plan Implementation at  the 

Municipality in particular and Local Government Authorities in general in the course 

of strategic plan implementation and how to overcome those limitations through the 

recommendations that was provided. Also  will help the council to come up with more 

effective strategies   for  implementing their strategic plans taking into account  the 

limitations  revealed and solutions provided by the researcher. Also will help strategic 

planners in planning the Strategic Plans in the context of staff training. The study is 

also important to local government authorities in Tanzania which face more or less the 
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same challenges as those of MMC. During the study The study will create new 

knowledge to a researcher for future studies. 

1.7 Scope of the study 

The study was limited to finding out the Staff Training on the control of the strategic 

plan implementation and was conducted at Morogoro Municipal Council‘s 

Headquarters that strictly involved ten departments and four sections. The study was 

conducted at Morogoro Municipal Council‘s Headquarters due to convenience of 

resources and time of the researcher. Also the MMC presents the real case study of this 

research. 

1.8 Limitations of the study 

In the course of conducting this study, the researcher faced a low willingness of the 

respondents. This was emerged in terms of poor response of the respondents such that 

not all respondents were able to provide full cooperation to the researcher during the 

time of this study, since some of them were busy with official duties and some did not 

take it as a serious matter. Also, there was reluctance and delay in returning the 

questionnaires as some of respondents did not return the questionnaires on time while 

some others completely failed to return at all, hence hindered the researcher in 

completing the study on time. To minimize this, the researcher had to make time to 

time follow up to the respondents.  

The researcher also overcomes this constraint by persuading the respondents to 

willingly participate in the study since it could be of their benefits too. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter reviews various studies on the strategic planning and staff training as a 

key entry point, the theoretical arguments as largely discussed by various authors. The 

chapter is organized into three parts. The first presents the theoretical review, the 

second presents the empirical review and the last part draws conceptual framework. 

 

2.2 Theoretical Literature Review  

 

2.2.1 Strategic Plan  

Strategic Plan is a comprehensive plan of an organisation that covers all aspects of 

managing an organisation in a proactive manner by looking at the future and the trend 

of events. It covers all issues related to the management of resources by making a 

careful and thorough analysis of environments and considering all aspects related to 

organisational internal strength and weakness and external threats and challenges 

(SOWC analysis).. Strategic Plan reflects the organisational capabilities in terms of 

executing its Vision and Mission. Organisational objectives, strategies, and goals are 

reflected and provide the means and resources for accomplishing the overall 

organisational objectives. In current learning organisation strategic planning has 

become a necessary approach to managing modern organisations. Therefore, the study 

adopts Alkhafaji‘s understanding of strategic planning. 

 

According to Alkhafaji (2003) observes that Strategic planning enables firms to remain 

proactive, and competitive. Through strategic planning and strategic thinking the 

future can be anticipated, and through proactive efforts and manage changes to our 

advantage. 

Strategic planning is a process of thinking through the myriad choices and developing 

appropriate alternatives to resolve issues and problems. Planning also has a coalescing 
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quality. It brings innovative leaders together and enables them to share and promote 

their vision. Good planning promotes teamwork, improves knowledge of the 

organisation, fosters better communication across functions, and improves managerial 

skills. It establishes a pattern of success and growth and helps firms to influence and 

control their environment (Alkhafaji, 2003). 

 

Alkhafaji (2003) argues also that Strategic planning is a management tool to look at 

the future and see tomorrow‘s opportunities or challenges to gain competitive position. 

Managers who think in terms of today are behind the times tomorrow.  Competitive 

strategic planning not only predicts future events, but also influences them and 

energizes resources and activities. The evolutionary process integrates decisions and 

actions into a vision of where the organisation wants to be in the future, rather than 

allowing daily demands to determine the organisation‘s future direction and position. 

 

Goodstein (1993) asserts that modern theories and practices strongly endorse strategic 

planning as an organisational necessity.  

 

Bryson and Farnum. (2005), urge that all organisations are in constant change and 

flux- even those that think are static. People come in and go, mandates are shifting, 

budgets are changing, stakeholders‘ needs and expectations are changing and so on. A 

strategically managed organisation is one which both defines where it wants to be and 

manages change through an action agenda to achieve that future. Therefore, strategic 

planning is a way of thinking, acting and learning. It usually takes a comprehensive 

view by focusing on the ―big picture‖ but also leads to specific, targeted actions. It is 

often visionary and usually proactive and not reactive, flexible and practical for 

guiding decision making and resource allocation.  

 

 

Kourdi (2004) argues that, a strategic plan should guide decisions and actions, 

providing a sense of purpose energy and direction. It should also offer a means of 

communicating, motivating and coordinating efforts throughout the organisation 

helping to focus on areas for improvements or development. A strategic plan provides 

an opportunity to change an organisational nature, its purpose, its activities, even an 
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organisational culture including values and the way things are done. It also offers a 

means by which performance can be measured and assessed. 

  

On the other hands, Dessler (2005) defines a strategic plan as a company‘s plan for 

how it will match its internal strength and weakness with external opportunities and 

threats in order to maintain a competitive advantage. The basic planning process 

involves asking, ‗Where are we now as a business and where do we want to be? The 

managers formulate HR and other practices to take the company from where it is now 

to where he or she wants it to be. HR practices need to support the company‘s strategic 

plan in the course of implementation. 

 

According to Bryson et al (2005) Strategic Planning as a disciplined effort to produce 

fundamental decisions and actions, that shape and guide what an organisation (or other 

entity) is, what it does and why it does it. 

 

Gupta (2000) on the other hand, uses the term corporate planning to mean Strategic 

planning which is basically a process of determining objectives to be achieved and 

selecting the means of achieving the predetermined objectives. Planning is an integral 

part of a manager‘s job.  He goes on by defining corporate planning as a systematic 

attempt to increase the rate of growth of an enterprise over the long run. It is a new 

way to manage. 

  

However, the important aspects of the strategic planning process are the strengths, 

weaknesses, opportunities, and threats (SWOT) analysis. The organisation must 

analyse corporate objectives in line with the environment of the organisation. The 

activity of analysing SWOT is done before formulating the organisational strategies to 

enable the organisation to minimize the environmental threats and set strategies to 

utilize the opportunities available.  

 

Alkhafaji (2003 asserts that SWOT analysis typically generates strategic alternatives, 

which become the basis to forecast the future as it relates to the organisation and to 

formulate the strategies and objectives that best match the organisation with its 

environment. 
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2.2.2 Strategic Implementation 

Once the activity of strategic planning is done, the next step is strategic 

implementation. According to Hunger and Thomas. (2007) strategic implementation 

involves the activities and choices required for the execution of a strategic plan. In this 

process strategies and policies are put into action through the development of the 

programs, budgets and procedures.  

 

Strategy implementation is the sum total of the activities and choices required for the 

execution of the strategic plan by which strategies and policies are put into action 

through the development of programs, budgets and procedures. (Hunger at el, 2007). 

 

Hunger at el, (2007) go on by stating that, once a new strategy is being implemented 

either different kinds of people may be needed or the current employees may need to 

be retrained to implement the new strategy. Training provides a way to implement an 

organisational strategic plan. 

 

Alkhafaji, (2003) states that, because the optimum source of talent for the future of any 

organisation is found in its present employees, the staffing aspect of human resource 

management includes training and development to develop new skills and behaviours 

that will be needed in the future for strategic implementation. Such activities range 

from managerial training in cultural values to teaching employees new skills based on 

new technologies, and include cultivating cultural sensitivity for international 

assignments. In addition to training, employee development must include individual 

career path planning aimed at aligning employee aspirations and capabilities with the 

organisation‘s goals. The appraisal system tells the organisation‘s members what is 

important, therefore providing reinforcement for the proper behaviour. It is essential 

that the relevant behaviour is well defined and accurately measured, and the criteria 

used to appraise performance must reflect strategic goals and plans. 
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2.2.3 Control of Strategic Plan implementation 

The control of the Strategic Plan implementation implies a management action to 

monitor and take corrective action to direct the individuals‘ behaviour towards the 

achievements of the set goals. It involves various actions ranging from setting 

performance standards, monitoring performance, evaluation to determine the 

alignment of performance to the agreed standards. Chris (2008) points out that the 

control of strategic plan implementation is a form of cooperate control which aims to 

manage the behaviour and effinciencies  from a diverse of business interests. 

 

Hunger and Thomas (2007) define control of the Strategic plan implementation as a  

cooperate activities through the evaluation and control process whereby performance 

results are monitored so that actual performance can be compared with the desired 

results. The process provides the feedback necessary for management to evaluate the 

results and take corrective action as needed. 

 

Richard (2008), asserts that control of strategic plan implementation takes a form of 

monitoring and control procedures to ensure that, the objectives are being met and that 

only the agreed resources are spent and that budgets are adhered to. It monitors the 

main elements of the strategic plan and its objectives to obtain information in time to 

be able to take action. 

  

2.3 Training and Development 

Training and development are concepts that are used synonymously to mean a process 

of acquiring new knowledge, skills and experience to enable an employee to create a 

self capability in performing certain jobs, Agarwala (2007) defines training as a 

process that attempts to improve employee performance on a currently held job by 

providing the employee with the knowledge and skills needed for their present job. It is 

designed to bring about changes in specific knowledge, skills, attitudes or behaviour. It 

imparts technical skills. An ideal training effort is one that meets the goals of the 

organisation as well as those of the employees. Development on the other hands refers 
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to learning opportunities directed toward helping employees grow. Generally the term 

development is used to refer to new learning experiences provided to managerial 

employees and hence is called management development and focuses on imparting 

managerial skills. It represents efforts to help individual acquire capabilities beyond 

those required by the current job. 

As a matter of facts, this study concentrated on looking at the concept of training than 

development, though in some areas both will be used synonymously or 

interchangeably to mean training.  

 

Basically, training is the process of imparting job related skills and knowledge to 

employees in order to improve job performance. It is a job related skills and 

knowledge that is acquired by newly and existing employees so as to attain specific 

goals. In this context training is provided to bridge the gap between the current 

competencies and the expected/required performance standards. 

 

Dramatic changes in the current global economy and the consequent corporate 

restructuring are bringing a forth significant transformation in organisational structure 

and work practices, There are changes taking place in the structure of jobs, skills 

requirements, and the labour management contract. New job skills and greater levels of 

workforce skills are required due to changing job profiles and organisational 

structures. Changes of this magnitude in the corporate world have significant 

implications for training and development of workforce/staff. It is increasingly felt that 

the best way for both organisation and employees to develop a competitive advantage 

in the global economy is to improve the level of workforce skills. Organisations must 

continually readjust the size and skill composition of their workforce.(Agarwala, 

2007). 

 

Bhatia (2008) defines Training as a process of leering a sequence of programmed 

behavior. It is the application of knowledge. It gives people an awareness of rules and 

procedures to guide their behaviour. It attempts to improve their performance on the 

current job or prepare them for an intended job. 
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The term training is commonly known in many organisations from the time when it 

was considered as one of HR strategies. Experience shows that there is a connection 

between training and performance improvement. Therefore, any deficiency that 

associated with lack of skills, knowledge and attitudes can be solved through proper 

training (Armstrong, 2009). 

 

Training is defined as a process of imparting new knowledge, technique and skills, to 

the employees for the purpose of improving their ability to perform their duties as 

required by the organisation (Robert; 1982). 

 

Armstrong, (2009) states that training is the systematic development of knowledge, 

skills, and altitude, required by individual to perform adequately a given task or job. 

Training is different from education; training teaches the learners how to do a specific 

task, such as running of machines or making a shirt, while education is instruction in 

the more general knowledge of the society, such as History of the society or 

knowledge of mathematics  

 

Gupta, (2003) defines Training as a process of increasing knowledge and skills for 

doing a particular job. It is organized procedure by which people learn knowledge and 

skills for a definite purpose. The purpose of training is basically to bridge the gap 

between job requirements and present competences of the employee. Training is aimed 

at improving the behaviour and performance of a person. It is never ending or 

continuous process. Training is closely related to education. Moreover, training is the 

processes by which the aptitudes, skills and abilities of employees perform specific 

jobs have increased. Training is job-oriented or occupational having an immediate 

utilitarian objectives and the major burden of training falls upon the employers. 

Training is essentially practical consisting of knowledge and skills required to perform 

specific tasks. 

 

2.4 Systematic Training Approach 

Employees training in an organisation take a form of formal and clear procedures and 

processes that need to be followed to achieve the desired outcomes and enable the 



16 
 

employees to acquire the relevant skills and knowledge relevant to the job performed. 

This approach entails a systematic process of identifying organisational and individual 

goals to be achieved, designing training program, implementing the program and 

finally evaluating the trained staff to determine whether the training carried is useful to 

an individual employee and the organisation and what measures are taken. 

 

Systematic training approach (SAT) is a methodology for managing training programs. 

It is an orderly approach to determining what kind of skills and knowledge is needed to 

do a particular job. The systematic approach to training ensures that people are 

prepared for their work by having the necessary knowledge, skills, attitudes and 

behaviour to perform.. SAT begins with identifying employees‘, organisational and job 

related needs, the trainee learns what is important in performing a particular job. The 

systematic approach to training uses constant evaluation of the training program to 

ensure that it meets the needs of the trainees.  

Armstrong (2009) urges that Training should be systematic in that it is specifically 

designed, planned and implemented to meet defined needs. It is provided by people 

who know how to train and the impact of training is carefully evaluated. 

 

2.4.1 Stages of Systematic Training Approach  

Various scholars have pointed out different stages/process/steps in which systematic 

Training Approach should take in its implementation. These stages include three 

approaches pointed out by some scholars who indicate three to six stages. The first 

group is pioneered by Armstrong (2009) who indicates four stages;- identifying 

learning needs, plan training programs, implementing training, and evaluate training. 

This approach is also suggested by Bhatia, (2008) and Agarwala, (2007). The second 

group led by Grace, (2002), Pynes (20040 and Podmore (2010) came up with five 

approaches that include prioritize training, designing training program, implement 

training program, and evaluation training. The third group led by Dhawan (2007) and 

Stredwick (2005) propose six stages which are: identify training needs, setting of 

training objectives, planning training, implementing training, evaluation of results, and 

review and analysis.  As a matter of facts, having a thorough analysis of the 
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approaches to training of the groups, all the groups have more or less the same analysis 

regarding an orderly and systematic way to conduct training to employees. To this 

effect Agarwala, (2007) was the centre of the discussion. 

 

According to him, a systematic training approach takes four main phases as indicated 

in  

 

Figure. 2.1, these include 

1. Training Needs assessment 

2. Program design and development 

3. Program Implementation and, 

4. Evaluation 
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Figure 2.1: The training Process /Phases  
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whether a need for training exists in an organisation. The needs are said to exist when 

there are discrepancy between what is desired and what exists. It takes the form of 

comparing the skills required with the skills available. To the extent that there may be 

a skill shortfall, that is, more skills are required than are available, training may be 

required. 

 

Organisations that conduct Training programs without conducting needs assessment 

may be investing money where it will not result into returns. For example needs 

assessment may suggest that instead of conducting training the organisation would be 

better off if it choose less costly options, such as hiring new employees, job redesign, 

etc. Therefore, systematic needs assessment is important to determine that the training 

is the solution to the concerned problem. Needs assessment is the most important step 

in the training process. The entire process flows from the needs identified. If needs are 

incorrectly determined, the training program will also inappropriately directed. Despite 

its importance, very few organisations conduct a systematic needs assessment in the 

context of their strategic plan. 

 

On the other hand needs assessment can be defined s as the difference between what is 

currently being done and what needs to be done. This difference can be determined by 

conducting a needs assessment of the skills and knowledge currently required by the 

position and those anticipated as necessary for the future. A needs assessment is 

critical to discerning whether performance deficiencies can be eliminated by training. 

Without a needs assessment, it is impossible to design and implement a training 

program as the solution to a problem that is not related to a training deficiency (Pynes, 

2004). 

 

Also Stredwick (2005) training needs assessment arises due to the identified gap 

between the required knowledge, skills and experience of the individual carrying out 

the work and that actually possessed by the employee concerned. This identification of 

training needs process can take place in a number of ways: 

i. Through the annual appraisal process, where the employee and their 

manager sit down together and draw up a list of areas where training can help 
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the employee to perform better, after agreeing on the existing job requirements 

and the employee‘s actual performance level. 

ii. When an employee starts a new job. 

 

iii. Where a specific incident occurs which demonstrates a major gap. For 

example, a number of customer complaints close together will indicate 

customer-care training is required for the employee concerned. 

iv. A development centre will throw up a selection of needs, especially those 

relating to inter-personal skills, such as group problem-solving or running 

meetings. 

 

v. Exit interviews, in that employee leaving the organisation may make it clear 

that one of the reasons they are leaving is because they were not adequately 

prepared for the work they were doing. 

 

Information with respect to Training needs assessment is collected by conducting three 

primary types of analysis. These are organisational analysis, Job/task analysis and 

individual analysis. 

According to Agarwala (2007), Organisational analysis involves an examination of 

environment, strategies, organisational goals, resources of the organisation, personnel 

inventories, performance data, and climate and efficiency indices to determine where 

the training emphasis should be placed in the organisation and what factors may affect 

training. The strategic initiatives and the short term and long term goals of the 

organisation are reviewed to channelize training towards issues of importance to the 

organisation.  

 

Job/task analysis is concerned with determining what should be taught in training to 

ensure that the trainee performs the job satisfactorily.  

 

Personal Analysis. According to Agarwala (2007), this involves determining which 

employees require training and equally which do not. It answers the question who 
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needs training in the firm and the specific type of training needed. . Personal analysis 

involves comparing the actual performance of individual, groups or departments 

(based on performance appraisal data to the expected performance standards. The 

performance appraisal data help to determine which employees, (or groups of 

employees) have been successful in performing the job according to performance 

standards, and which employees are not meeting the performance standards. However 

training was beneficial for people who lack certain trainable skills. This personal 

analysis helps organisations to avoid the costly mistakes of sending all employees into 

training when, in fact, some do not need it. It also helps to determine the present skill 

levels of employees entering training so that the program can be designed to emphasize 

those skills in which they are deficient.  To obtain personal analysis information, 

organisations may use self assessment, customer feedback, peers and subordinate 

feedback, performance appraisal data, etc. 

 

2.4.1.2 Program Design and Development Phase 

Agarwala (2007) says, after identifying training needs, the next step in the training 

process is to design and develop the training program. This includes the establishment 

of training goals which should be integrated with the training needs of the organisation 

in order to ensure that these needs will be served when training goals are achieved. 

Since the entire training program will be designed to accomplish the training goals, it 

is important to align training goals with organisational objectives. Training goals also 

provide the direction of the training program and should be SMART on the sense that 

are Specific, Measurable, Achievable, Realistic and Time bound. 

2.4.1.3 Program Implementation Phase 

Once the learning objectives have been specified, the training can be conducted. While 

training is in the progress of the trainees in the direction of learning objectives should 

be monitored. The monitoring is usually done through periodic skill or knowledge 

tests, observing or feedback from trainees themselves. 
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2.4.1.4 Evaluation Phase 

Evaluation is the process of systematically collecting information and using it to 

determine the effects and value of the training program. It seeks to determine the 

degree to which the program has done what was supposed to do. After the training 

episode is over the employee returns to job duties or takes independent charge of the 

given tasks, it is expected that the employee will perform more effectively on the job 

or will be better prepared for additional responsibilities. (Agarwala, 2007). 

2.5 Training as a Strategic Organisational Activity 

Agarwala (2007) urges that in a knowledge economy, it is no longer sufficient to get 

employees to attend training module a few times a year, Firms operating in a globally 

competitive market, need to train and re-train their employees.  He goes on by stating 

that the emergence of training as a strategic organisational activity is due to several 

reasons.  

 

Advances in Technology. Training is required to help the workforce learn the new 

skills of using the new invented technology.  

Work redesign. The redesign of work has brought in jobs that assign broader 

responsibilities to employees. 

 

Mergers and acquisitions. The major challenge during mergers and acquisition is to 

integrate employees of two organisations that have different cultures. At these times, 

training becomes a strategic tool. 

 

Restructuring. Organisations are downsizing or reorganizing with regularities in order 

to remain competitive.  

Workforce Diversity. Diversity of workforce has increased. Globalization of business 

operations requires managers to acquire knowledge related to cultural differences and 

develop skills to manage them.  



23 
 

Employee Mobility. The notion of lifetime employment stands challenged. Employees 

move from one organisation to another with higher frequency than in the past. This is 

also suggests that firms are hiring more frequently, therefore, orientation and 

integrating new employees to the organisation is taking up more of organisation‘s time. 

In addition to these strategic reasons, training is important for new hires for those 

assigned to new job responsibilities and to improve performance on current jobs. 

However, firms are increasingly recognizing the value of training for accomplishing 

the organisations‘ strategic goals. Training and development are seen as proactive 

strategic goals and objectives of the organisation. 

2.6 Linkage between Business Strategy and Training 

Agarwala (2007) points out that, strategically aligning staff and training activities help 

organisations acquire and develop human resource required to achieve competitive 

advantage. Exemplary organisations recognize that a workforce with superior skills is 

a primary source of competitive advantage. These firms use training to create change 

readiness in the organisation. Also ensure strong linkages between strategic plans goals 

and training activities. The organisations review and update the T& D goals on an 

annual basis to continuously match the changing strategic needs of the business 

Section. Training professionals are part of the strategic planning process to ensure 

human resource considerations such as availability of talent are taken into 

considerations when formulating strategic goals.  

Another way in which organisations can establish strategic linkage of training 

activities is by having a clear statement of training policy. Some organisation 

establishes training as a prerequisite for consideration for promotion. Organisation 

invests huge amounts in employee T&D. This investment of efforts, time and money 

will be futile if training does not result in creating skills that are important for an 

organisation in achieving its strategic objectives. Hence it is important to match the 

training practices and the strategic objectives of the firm. 
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Miles and Snow (1998) as quoted by Agarwala (2007) provide a conceptual basis for 

linking training practices and business strategy by identifying four types of business 

strategies based on how firms adapt to its environment. The basic strategic types are 

defenders, prospectors, analysers and reactors.  The prospector and defender strategies 

are distinct in their characteristics. The analyser strategy is a combination of these two 

approaches, therefore, the focus will be on defenders and prospectors strategies to 

compare training practice linkages with business strategies. To explain this linkage 

Raghuram and Arvey (1994) as quoted by Agarwala (2007) addressed two issues  

 Buying versus building skills (skill source) 

 Types of functional skills (skill type) 

The business strategy of the firm will influence the decision to buy skills or to build 

skills from within. Moreover, different strategies will place emphasis on different 

functional skills.   

Aligning staff training with plans is an important endeavour for every organisation. 

Studies strongly support the alignment between the two, HR, and performance and 

thus show the potential role HR can play in implementing strategy and developing an 

organisation‘s competitive advantage (Wright, Smart & McMahan, 1998). 

A strategic approach that is aligned with HR ensures that an organisation‘s employees, 

skills, and abilities contribute to the achievement of its business goals (Huselid, 

Jackson, & Schuler, 1997). 

HRM can contribute to the strategies and strategic planning process of the organisation 

in different ways. HRM functions like performance evaluation, human resource 

planning, employee selection, training and wage management should be designed 

according to the strategic plans of the organisation. Most of the organisations prefer to 

integrate their HRM systems with their strategy implementation process (Greer, 1995). 
 

Patrick et al (2003) suggest that the initial impact of HR practices on employees‘ 

commitment to the organisation begins with the selection and staffing. When firms 

invest in selecting the most highly skilled people, and providing them with increased 
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skills through continuous training and development opportunities, employees find a 

workplace filled with well qualified co-workers. This makes for a positive work 

environment by enabling them to focus on serving their own customers successfully, 

doing their own job well and not having to constantly clean up the mess of other co-

workers.  

Given evidence showing that work group diversity can lead to short-term, increased 

conflict among members focused training with an external facilitator may help the 

group to achieve higher levels of productivity in a shorter time. Training can target 

methods for raising, discussing and resolving difficult interpersonal, business and/or 

team-related process issues. 

2.7 Theory guiding the Study 

The study was guided by a theory that can best explain the assumptions behind the 

effectiveness of staff training for the control of the strategic plan implementation. As 

explained before, the implementation of strategic plan depends on interrelated 

components that are inputs, process and outputs. The skill composition of available 

employees, guarantees the proper implementation of the strategic plan. However, for 

employees to be able to execute the strategic plan, among other things, staff training 

must be effective. The effectiveness of training is considered when the systematic 

training approach is followed. The approach needs to identify the organisational 

objectives from the strategic plan, conduct a needs assessment by giving the feedback 

from the annual performance reviews (OPRAS), designing a training program, 

implementing it, and Monitoring, evaluation and Control. Though control can be done 

at any stage of conducting training. Therefore the study was guided by one theory;  the 

System theory  

2.7.1 System Theory 

A system is a set of things that are interdependent and interrelated, functions as a 

whole. When one part of the system does not work well ultimately affects the whole 

system. Benowitz, (2001) defines system as an interrelated set of elements functioning 
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as a whole. Comprising of four main elements; Inputs, transformation process, outputs 

and feedback. 

A system is also a set of things working together as parts of mechine or an 

interconnecting network, a complex whole.  
 

The assumption behind the theory is that, organisations are treated as open and closed 

systems in terms of interactions with its environments. Miller and Rice (1967) as 

quoted by Armstrong (2009) state those organisations should be treated as open 

systems that are continually dependent upon and influenced by their environments 

which transforms inputs into outputs within its environment. 

 

 On the other hand, Katz and Kahn (1966) as quoted by Armstrong, (2009)  view 

Systems theory as basically concerned with problems of relationship, of structure and 

of interdependence that are happening within the organisation and outside the 

organisation. The new approach of open and dynamic avoids assumptions of the 

classical, bureaucratic and human relations theorists, who thought of organisations as 

only closed systems and analysed their problems from internal structures and processes 

and ignoring the external influences of the organisational environment like technology, 

policies, political influences, etc. 

 

 Alkhafaji, (2007) proposes that environmental analysis done during strategic 

formulation, and implementation is based on systems theory, which includes the 

concepts of open and closed systems. A system or organisation exhibits a patterned 

energic input-output in which the energic returns from output reactivate the systems.  

This input-output-recycle behaviour is patterned and is primarily concerned with the 

interdependence of the organisation‘s relationships and structures within and outside 

the organisation. Closed systems, theoretically self-contained and requiring nothing 

from the outside, fail to recognize the interdependency of the relationship between the 

internal and external environments. Open systems, however, recognises the influences 

of internal and external parameters and strive to control the external environment.  
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Bhatia (2007) takes system thinking as an understanding of the interrelatedness of 

behaviour and feedback learning from experience and from others. Every one to share 

responsibility for learning. In a learning organization, everyone contributes, leads, 

chooses to learn, work as a team member. Further illustrates that the capacity of the 

organization to be competitive dependents on all employees to develop their capacity 

together.  

The system theory is built around on propositions which are; 

 It views the organisation as a whole 

 Take inputs, process and outputs 

 It is built on interconnected and interdependent components that each helps one 

another and the failure of one component leads to the whole system to  fail  

 It encourages internal and external interaction 

The system theory takes the organisation as whole,  the study was  confined itself to 

the study of the Local Government Authorities in Tanzania taking Morogoro 

Municipal Council‘s Headquarters as the case study, views staff training and strategic 

implementation as organized on the assumption of system theory. Effective staff 

training is systematically conducted whereby the inputs are processed into outputs to 

seek for the outcomes. A systematic training approach contains interdependent stages, 

of which one phase leads to the success of the next phase. The first phase of effective 

training is the identification of organisational objectives that are formulated in the 

strategic plan, then leads to the assessment of training needs which are to be  

conducted during the annual review/appraisal to determine the skill gap, then design 

the training program, implement it and finally evaluation and control. These stages or 

phases are interdependent as the theory suggests. The failure of one of these stages 

leads to failure of the whole process and ultimately the training becomes ineffective.  

Strategic implementation involves a set of interdependent and interconnected 

components within an organisation which work as whole. It is preceded by strategic 

formulation which operates on the assumption of system theory. Alkhaji, (2003) 

proposes that environmental analysis done during strategic formulation, and 
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implementation is based on systems theory, which includes the concepts of open and 

closed systems. Also scanning the environment (SOWC/SOWT) suggests the theory as 

the organisation takes into consideration both internal and external parameters that 

affect the organization 

 

2.7.2 Linkage of the theory to the study 

The system theory looks at the interrelated parts of a whole part which function 

together to accomplish the task. The study attempts to look at the relationship that 

exists between the staff training and the control of strategic implementation. In this 

case, for the strategic plan to be implemented effectively, it needs to be controlled by 

among other things, training the employees available. For a training to provide the 

intended results, must be conducted and organized around the system theory where 

there are interrelated steps to conduct it. His implementation of strategic plan needs 

collective efforts of all employees in the organization to work around the system 

theory‘s assumptions. The failure of one part of employees segment leads to a failure 

of the whole system. It is based on this assumption the MMC cannot ignore the theory 

in implementing its strategic plan. 

2.8 Empirical Literature Review 

Training has been viewed empirically, by viewing the experiences of other researchers 

on training and strategic plan of the organisation. It should be kept clear that without 

linking the staff training with the business strategy, its implementation is at stake, the 

organisation cannot cope and proactively respond to internal and external dynamics 

which face it. Therefore, organisations should keep on investing in training of its staff 

in order to increase organisations‘ value and gain competitive advantage. 

The research conducted by the Society for Human Resource Management), (SHRM) 

(2008) on ―Strategic Training and Development; A Gateway to organisational 

success‖ found that When strategically applied, continuous learning fosters knowledge 

and skills acquisition to help the organisation achieve its goals. HR‘s role is to 
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establish and implement a high-level roadmap for strategic training and development. 

The starting point is an in-depth understanding of the business environment, 

knowledge of the organisation‘s goals and insight regarding training and development 

options. HR must then develop strategic training imperatives (high-level, training-

related actions that an organisation takes to be competitive) that align with 

organisational goals. It concluded that clearly, in a highly competitive global 

marketplace, strategic training and development is key. 
 

Other examples of research conducted in Tanzania in staff training is conducted by 

Maumba (2010) who found that Vodacom Tanzania helps its employees to perform 

their tasks by offering training from the very beginning of their orientation and 

induction processes. Through the provision of this training Vodacom Tanzania helps 

its employees to grow by making them more competitive and thus enable them to be 

competitive in the face of competition from other telecommunication companies. 

Mwambe (2010) found that the college of business education (CBE), training needs 

assessment were not structured and whenever conducted in a hoc style, not agreed to 

establish the manpower requirements and the training needs for the whole college. 

A research conducted by Edens and Suzanne (2003) on ―Effectiveness of Training in 

Organisations: A Meta-Analysis of Design and Evaluation Features‖ urge that, the 

continued need for individual and organisational development can be traced to 

numerous demands, including maintaining superiority in the marketplace, enhancing 

employee skills and knowledge, and increasing productivity. Training is one of the 

most pervasive methods for enhancing the productivity of individuals and 

communicating organisational goals to new personnel. In 2000, U.S organisations with 

100 or more employees budgeted to spend $54 billion on formal training (―Industry 

Report,‖ 2000). Given the importance and potential impact of training for 

organisations and the costs associated with the development and implementation of 

training, it is important that both researchers and practitioners have a better 

understanding of the relationship between design and evaluation features and the 

effectiveness of training and development efforts. They concluded that specified 
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training design and evaluation features and then used meta-analytic procedures to 

empirically assess their relationships to the effectiveness of training in organisations. 

Our results suggest that the training method used, the skill or task characteristic 

trained, and the choice of training evaluation criteria is related to the observed 

effectiveness of training programs.  

Another research by Mwakila, (2003) discovered that there is low productivity in the 

National Development Corporation (NDC) due to ineffective training. The policies on 

training were not clear. Its implementation of such policies depended much on the 

influence of top management instead of a systematic training approach which was to 

be done by a special department for training development. 

A research conducted by The International Atomic Energy Agency (IAEA) (July, 

2003) on ―Means of evaluating and improving the effectiveness of training of nuclear 

power plant personnel” observes that, Training requires a strong commitment from 

line management to support training programs that contribute to fulfilling company 

goals and objectives. Training activities are funded and staffed adequately to 

implement and maintain the training programs. The training program, however, 

content provides the trainee with the knowledge and skills needed to perform functions 

associated with the position for which training is being conducted. The report goes on 

by stating that, the continuing training program maintains and improves the knowledge 

and skills of job incumbents. However, it was observed that training is not considered 

in the strategy for improving plant performance. Training provided does not correlate 

with known human performance problems. 

Also Starling (2003) observes that the action plan and budget are important tools for 

effective implementation of the strategic plan. Action planning and budgeting are 

among the oldest management tools and yet they remain effective in ensuring that 

implementation occurs and that tactics align with strategy. Plan the initiatives you was 

undertaken and budget for implementation and capability development. He explains 

that the action plan and a budget have to reinforce the strategy in the implementation 
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―every operating company‘s plan (i.e. Budget) includes discussion of how the budget 

and related action plans tie back to the strategy‖. 

 Another research conducted by Mkawe (1999) at Kibaha Education Centre (KEC) 

revealed that although the Centre allocated funds for education it hardly expended 50% 

of such budget to be used in actual training.  The funds allocated for training at KEC 

were reallocated to other operations at the end of the financial year. The centre had no 

competent training officer to properly coordinate training activities.  There was a 

problem of the trainability of the staff recruited and the incentive scheme to retain 

trained staff was inadequate.  The study concluded that KEC was not serious enough in 

training its staff. 

Price  (2009) in his article ―Why Strategic Plans, Don’t Work: what to do about it‖ 

puts forward six reasons for the  failure of most strategic plans; lack of focus,  

accountability, understanding, resources and energy, flexibility and lack of follow up.  

Camillus (My 2002) in his study concluded by putting forward a framework that works 

for an effective strategic implementation as depicted in Figure 2.1 below 
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Figure 2.2: Framework for Strategic Implementation 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Camilluis, (May, 2002, p. 2) 

 

Camillius, (2002) describes and identifies several techniques that support effective 

strategic plan implementation. Among those techniques are: 

 Action planning formats that ensure logical consistency of action and strategy and 

promote more effective management and control.   

Frameworks for identifying measures of performance that support strategy 

Camillus (2002) finally recognises the role of leadership in the strategy 

implementation process as well as the concept and functioning of an integrated 

management system to support strategy implementation. 

The study Carried out by Young (2002), on ―Perspectives on Strategic Planning in the 

Public Sector‖ observes that according to the literatures, state (and also many local 

governments) essentially agree that strategic planning is a process of developing a 

long-term plan to guide an organisation, for example, a state agency, department or 

commission, towards a clearly articulated mission, goals and objectives. It is a process 

Vision Identity 

Process of Development Strategy Statement 

Action Plan 

 

Feedback 

Performance Measures 

Resource Allocation Human Resource Systems 

Organisational Structure 



33 
 

of assessing where an organisation is presently, ascertaining the challenges and 

opportunities that present themselves, and determining what destination is most 

desirable and how to get there. 

 

The literature also suggests that states (including local governments) do in fact benefit 

from the strategic planning process mainly for the reason that the development of 

multi-year policy plans links present situations or circumstances with a more 

meaningful vision of the future. In other words, a strategic planning process enables, 

for instance, the governor and the legislature, to understand more clearly where their 

state is now and where they would like it to be in the future. Basically, a strategic plan 

would indicate to state leaders—more lucidly—what is state government‘s (or more 

particularly an agency's) overall mission, its goals and objectives, its strategic or 

programmatic activities, and its resources (people, monies, technologies, facilities, 

etc.). This process would further allow state officials to have a solid grasp of the state‘s 

on-going performance and what results are actually being achieved. More specifically, 

the benefits of a statewide strategic planning process would.  
 

Young, (2001) again goes on by stating that, today, agencies in Oregon's state 

government in the USA are required to develop "results-oriented" performance 

measures that are tied directly to both agency strategic plans and budgets. Input is 

encouraged not only from internal agency personnel, but also from other state 

agencies, elected officials, service delivery clients, interest groups, and the public at-

large. Participants and observers alike believe that this input is invaluable to the 

planning and budgeting process and ultimately reflects the values and priorities of all 

Oregonians.  

2.9 The Synthesis  

Having passed through various literatures, it is clearly noted that training is important 

for the implementation of the strategic plan and overall employee performance. 

Literatures agree that for the strategic plan to be implemented effectively among other 

things,  training must to be effective and should reflect the organisational goals and 
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thus training issues/ skills gaps, among other areas be drawn from the training needs 

assessment. However, the literatures have not clearly analysed the direct relationship 

that exists between the staff training and the control of strategic plan implementation in 

the Tanzanian context as this study is going to bridge the gap. The knowledge that is 

going to be contributed to this study that has never been clearly researched is the 

relationship that exists between the staff training and the control of implementation of 

the strategic plan  

2.10 Conceptual Framework 

It should be kept clear that an effective implementation of the corporate strategic plan 

of an organisation largely depends on the human resources available who drive the day 

to day implementation.  Mark et al (2007), urge that there is a broad agreement that a 

strategic approach to human resource management involves designing and 

implementing a set of internally consistent policies and practices that ensure a firm‘s 

human capital  (Employees collective knowledge, skills and abilities) contribute to the 

achievement of its business objectives. They go on saying, training and development 

aim at bringing in or building certain skills, enabling employees to effectively perform 

their jobs and be able to accomplish their ultimate goals. 

 

However, this study examines the effectiveness staff training for the control of 

strategic plan implementation through employee review at Morogoro Municipality. 

Therefore, there is a good relationship between independent and dependent variables. 

The Independent variable is an intended aim of effective staff training which expected 

to result from exposure to the dependent variable. Independent variables are emerging 

effects of training and are operationalised with indicators such as high performance, 

commitment, goal achievement and organisational success changes in knowledge, 

altitude, and transfer of behaviour intent into practice, diagrammatically; the 

conceptual framework is presented in figure 2.2. 
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Figure 2.2: Conceptual framework 

 

 

 

   

 

 

 

Source; Reviewed Literature, (2014) 

 

Therefore in the above diagram shows the relationship between Independent Variable 

and Dependent Variable as the implementation of Strategic plan  (Dependent variable)  

among other things depends on the effectiveness of independent variable i.e staff 

training, and its emerging variables such as Training  Needs Assessment,  Training  

Progrm, and Management Support and Budget which have a good relationship with 

Dependent Variable i.e. Control of Strategic Plan Implementation and its emerging 

variables such as Staff reviews/Appraisals, goals accomplishment and Customer 

Satisfaction.  

 

All those variables are important for employee‘s performance in an organisation and 

ultimate accomplishment of individual and organisation goals (strategic plan). 

 

Staff training to be effective needs to be conducted after the Training needs have been 

identified which leads to designing of training programs and finally to evaluation of 

training conducted. The process justifies the effectiveness of the training in which the 

organisation conducts the ultimately supports the dependent variable (control of the 

strategic plan implementation) by equipping the required skills and knowledge of 

employees for accomplishing their individual goals and those of the organisation. 

Training Needs Assessment is an important stage of conducting training in which is 

carried out after the identification of organisational goals. TNA is conducted during 

annual staff reviews in order to determine the skill gaps. To this effect it indicates a 

good relationship that exists between TNA and Staff reviews. 
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Ones the Training Needs are identified the next stage is Training Program design and 

implementation. Training Program normally reflects the training Needs identified 

during TNA. The implementation of training program implies that the set goals of an 

individual and organisations have not fully met and therefore training tries to bridge 

the gaps between the available level of performance and the potential level of 

performance and therefore the goals in the Strategic Plan are in good position to be 

implemented fully. 

Management Support and Budget. For the training to be effective the top management 

team must support its implementation by facilitating staff to be offered training 

opportunities within or outside the organisation. Top management must be in a 

position to allocate funds for training and availing financial resources and other 

resources to individual employees to accomplish the agreed objectives which are 

reflected from the strategic planning. In performance reviews (OPRAS) among other 

things, needs a supervisor to avail financial resources during the execution of 

individual goals. Alkhafaji (2007) observes that the third phase of the strategy 

implementation process is the allocation of resources to support the organisation‘s 

strategic objectives. ―Nothing could be more detrimental to the strategic-management 

process than for top management fail to support approved goals by not allocating 

resources according to the priorities indicated by these goals.‖The general manager 

must play a central role in determining the distribution and reallocation of resources. 

The general manager must have knowledge of the types of resources, understand the 

importance of resource allocation, and effectively distribute these resources: 

Staff reviews/Appraisals. This involves evaluating individuals‘ performance at the end 

of each financial year where an employee and a supervisor sit together and assess the 

performance of the staff against the agreed goals, determine areas of improvement and 

areas where needs training. Staff reviews are done by filling in special forms of 

OPRAS that indicates goals extracted from the strategic plan. The staff 

review/appraisals reinforce the dependent variable strategic plan and implementation 

because it is the area that is the control of strategic plan implementation is done. 
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Action plan. This breaks down the overall strategic plan into workable departmental 

and individual goals. Young (2001) asserts that action plans are concerned with 

tracking or measuring the progress of Performance measurement which is exceedingly 

crucial to organisational success. Measuring the performance of action plans can tell an 

organisation several things. These range from output measures or indicators to 

efficiency and effectiveness measurements. Action plan also provides the 

organisational objectives on staff training and overall training activities. In this sense 

the Action Plan will ultimately reinforce the implementation of the strategic plan.  

The emerging variables of the independent Variable when accomplished lead to 

customer satisfaction. When employees (internal customers) perform high when they 

are motivated and enjoy working. Also external customers (stakeholders) will be 

satisfied and contribute their efforts towards strategic plan implementation. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction  

This chapter basically describes the methodology that was employed in conducting the 

study.  It included;- Design of the study, Study Area, Population of the study, sampling 

techniques, Sample size, data collection procedures, and data analysis techniques. It 

also provides reasons for why a particular method of research, sampling, data 

collection, was chosen; it also gave the design of the study, population and its area of 

which the research was based. 

 

3.2 Research Design 

This study employed a case study research design. Gillham (2000) defines a case study 

as an investigation to answer specific research questions which seek a range of 

different evidences from the case settings. The aim of employing a case study design is 

to understand human beings in a social context by interpreting their actions as a single 

group, or a single event or a case. This design is appropriate because of the nature of 

the study and the research questions which was designed in such a way that they 

addressed the key issues in studying the Staff Training on the control of the strategic 

plan implementation. Saunders, et al., (2007) point out that; the case study has 

considerable ability to generate answers to the question ‗Why?‘ As well as and ‗how‘ 

questions. The design is also chosen by the researcher because it allows the use of 

different data collection techniques at different stages such as questionnaires, 

structured and unstructured interviews, also case study is most appropriate as it 

provides a comprehensive description in the current situation.    

3.3 Areas of the Study  

The study was conducted at Morogoro Municipal Council‘s Headquarters which is 

situated in Morogoro Township. Morogoro Municipality  about 195 kilometers to the 

West of Dar Es Salaam and is situated on the lower slope of Uluguru Mountains whose 
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is about 1,600 feet above sea level.  It lies at the crossings of longitudes 37.0 East of 

the Greenwich Meridian and latitude 4.49 South of Equator.  Furthermore, Morogoro 

Municipal enjoy  one peculiar advantage of being a hub whereby there is a highway 

road link to East, West South and Northern parts of the country Morogoro 

Municipality has a total land area of 260 sq kms. The Managerial team of thirteen (13) 

Heads of Departments and six sections headed by the Municipal Director who is, 

according to Financial Memorandum, the Accounting Officer of the council.  Within 

the thirteen (13) departments, the council has a total of 3664 employees  

The Municipality was chosen because it is among of the local government authorities 

in Tanzania which implements the ongoing reforms of Local Government Authorities 

in which its activities are formulated and implemented based on its formulated 

strategic plans. Also conduct a performance appraisal as provided for in part III of the 

Public Service Regulations of 2003 section 27, implements the Public Sector training 

policy, the Training strategy of 2010 and conduct training to its staff. Also the area was 

chosen due time and convenience in the part of the researcher.  

 

3.4 Population of the Study 

The population of the study comprised all employees in the 13 departments and 

sections within the Morogoro Municipal Council‘s Headquarters. Kothari, (2005) 

defines population as a group of individuals who have one or more characteristics in 

common. Therefore population of this study comprised employees who are working at 

Morogoro Municipal Council‘s Headquarters which is currently having 244 employees 

from all departments and sections. For the purpose of this study ten departments and 

three sections were involved in the study. These employees share common 

characteristics with regard to the study, such characteristics are; all are subjected to the 

same training policy, training program, implement the goals from the same strategic 

plan and are evaluated based on OPRAS.  
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Table 3.1: Total number of employees at Morogoro Municipal Council’s 

Headquarters 

S/N DEPARTMENTS AND SECTIONS Population of the 

study 

1 Personnel and Administration Department 12 

2 Agriculture and cooperative Department                        20 

3 Livestock and Fisheries Department 30 

4 Secondary Education Department 08 

5 Primary Education Department 10 

6 Finance and Trade Department 39 

7 Planning, Monitoring  and Statistics Department 08 

8 Community Development and Social welfare Department 09 

9 Works Department 27 

10 Land and  Urban Planning 70 

11 Legal Section 03 

12 Supplies Section 05 

13 Auditing Section                                03 

14 Beekeeping Section                               02 

 TOTAL 246 

Source; Morogoro Municipal Council’s Personnel and Administration 

Department, 2014 

 

3.5 Sample size and Sampling Techniques  

3.5.1 Sample Size  

A sample is any subset of sampling unit from a population. According to Nachmias, 

(2008) a sample may include only one sampling unit, all but one sampling unit, or any 

number in between. The determination of the sample size must be at a certain 

proportion (often set a 5 percent) of the population; Krishna Swami (2002) a sample 

size is the size of the sample to be drawn. It depends on various factors like population 

dispersion and other parameter estimates.  Therefore a Sample is a complete set of a 

parent population of the study that represents the whole unit (Study population 

The researcher selected a sample size of 50 respondents of which were drawn from the 

total number of 246 employees at Morogoro Municipal Council‘s Headquarters. It is 

not easy to get them all since the time and resources was not adequate. Saunders, et al., 

(2007) contends that sampling provides a valid alternative to a census when: it would 
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be impracticable to survey the entire population; have budget and time constraints or 

have collected all the data but need the results quickly. The basic idea of sampling is 

that, by selecting some of the elements in population, we may draw conclusions about 

the entire population. A population element is the subject on which the measurement is 

being taken. It is the Section of analysis, it implies that sampling technique or method 

allows for generation of the conclusion drawn from the sample. The sample of 50 

respondents was drawn because of the nature of the study and the homogeneous of the 

respondents as all are currently subjected to SP and training where a capacity building 

plan the council covers all employees from all departments and sections and all levels 

of the drawn sample which made a good representativeness of the entire study 

population.  

Table 3.2: Sample size of the study  

S/

N 

DEPARTMENTS AND SECTIONS Population 

of the 

study 

Sample 

Size  

Sample size 

for Random 

Sampli0g 

Sample 

size for 

Purposive 

Sampli0g 

1 Personnel and Administration 

Department 

12 5 3 3 

2 Agriculture and cooperative 

Department 

  20 3 2 1 

3 Livestock and Fisheries Department 30 5 4 1 

4 Secondary Education Department 08 3 2 1 

5 Primary Education Department 10 4 3 1 

6 Finance and Trade Department 39 6 5 1 

7 Planning, Monitoring  and Statistics 08 3 1 1 

8 Community and Social welfare 

Department 

09 3 2 1 

9 Works Department 27 5 4 1 

10 Land and  Urban Planning 67 4 3 1 

11 Legal Section 03 2 1 1 

12 Supplies Section 05 2 1 1 

13 Auditing Section                03 3 2 1 

14 Beekeeping Section                03 2 1 1 

 TOTAL 246 50 34 16 

Source; Researcher, 2015 
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3.5.2 Sampling Techniques 

According to Rwegoshora (2006), sampling is defined as a selection of a part of an 

aggregate of items to represent the whole. Sampling has two basic types, which are 

probability sampling in which every unity of a population has an equal probability of 

being selected for sample and non-probability where every unity does not get equal 

chance of being selected.  

Sampling techniques imply the methods in which was used to draw a sample from the 

study population. For the purpose of this study both Probability Sampling method and 

Non Probability sampling method were employed. Kothari (2004) provides that in 

probability samples, each element has a known probability of being included in the 

sample but in non-probability samples, do not allow the researcher to determine the 

probability. Probability samples are those based on simple random sampling, 

systematic sampling, stratified sampling, cluster/area sampling whereas non-

probability samples are those based on convenience sampling, judgment sampling and 

quota sampling techniques. 

In this study Simple random sampling was used to draw a sample from a study 

population of respondents at MMC. The Simple random sampling technique was 

employed to select part of a sample from ten (10) departments and three (3) sections 

which were purposively selected for researcher‘s convenience, resource and time 

reasons. The department and sections selected included, Personnel and Administration, 

Agriculture and Cooperative, Livestock and Fisheries, Secondary Education, Primary 

Education, Finance and Trade, Planning, Monitoring and Statistics, Community 

Development and Social welfare, Works and Land and Urban Planning. The sections 

were, Legal, Supplies and Bee Keeping Auditing. The simple random provided to 

members of a population equal and independent chance of being selected and it was 

accomplished by lottery. Therefore, every employee from each department had an 

equal chance of being included in the study. Sampling frames (list of employees) were 

obtained from the Department of Human Resource and Administration whereby 

numeric numbers were assigned against each respondent‘s name in each department 
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and section.  Slip of papers were prepared and then numbered to present every 

employee from each department. To minimise the selection bias the numbered slips of 

papers were systematically shuffled in a box and then one piece of paper was randomly 

picked at a time. The process was repeated until a required sample of 34 was obtained. 

The study population was homogenous in the sense that all the employees are 

subjected to training, staff reviews by using OPRAS and the Strategic plan affects the 

entire population. Therefore, a simple randomly sampling produced a sample which is 

representative. This method was employed to ordinary employees below Municipal 

Director and Heads of Departments and Sections,  

 

Purposive/Judgemental. This sampling method involves purposive or deliberate 

selection of particular sections of the universe for constituting a sample which 

represents the universe. When population elements are selected for inclusion in the 

sample based on the ease of access. Kothari, (2004). Therefore the technique was 

employed due to its advantages for the research which provided accurate and easily 

accessible sampled population. This sample provided sufficient data, knowledge and 

experience that can easily facilitate the study. Also, there were key respondents of 

which had to be selected purposively such as Municipal Director, all Heads of selected 

Departments, and Sections. The Human Resource Officer responsible for training was 

also selected purposively as is well equipped with the subject matter. As line managers 

are in a position of implementing the strategic plan of the Municipal, responsible for 

identifying training gaps. They stand in a better position to know the effects of training   

for the implementation of the strategic plan. Under this technique 16 respondents were 

targeted to be involved in the study. 

3.6 Data Collection Methods 

In collecting data some common methods were used, these were documentary reviews, 

interviews and questionnaires 
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3.6.1 Documentary Reviews 

Documentary reviews involved gathering information from documentary source at 

MMC and Mzumbe to enrich the study. Bailey (1994) explains the documentary 

review as the techniques used to categorise, investigate, interpret and identify 

commonly written documents. From the perspective from the definition, the researcher 

here tries to lay hands on documents and strive to deliver maximum information for his 

or her study with the help of documents. 

In the study documentary reviews involved extracting vital information regarding 

strategic plan and staff training. The Strategic plan of the MMC was reviewed to get 

information related to set goals and how it generally captures and motivates each 

employee.  MMC profile was also reviewed get official information related to number 

of staff per department and section.. Training program and Capacity Building Work 

Plan (CBWP) documents were reviewed to establish their applicability and yearly 

financial support and training budget and whether TNA is considered in training. Filled 

OPRA forms were reviewed to obtain information related to individuals‘ ability to fill 

performance goals/standards that reflect the MMC SP. TNA forms were also reviewed 

to establish whether TNA is conducted at MMC. 

3.6.2 Interviews  

Interview is one of the prominent methods of primary data collection. It refers to as a 

two way systematic conversation between an investigator and an informant, intended 

for obtaining information relevant to a specific study (Krishnaswami and 

Ranganatham, (1983). The researcher used both structured interviews and unstructured 

interviews. The interviews guides (Appendix i) were employed to interview the 

following key informants Municipal Director, all heads of Departments, and Sections, 

also to Human Resources Officer responsible for staff training. Also, this method 

aimed at getting in depth information from the respondents regarding their perception 

and attitudes towards training and strategic planning implementation. Also the 

information that were collected were those based on staff training, Budget (funds) on 
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staff training, information related to identification of training needs and design and 

evaluate training program, Management support of training, how the training gapes are 

identified during the staff reviews, and strategic plan implementation and other 

relevant information related to the study. The informants in this category were 16. 

3.6.3 Questionnaires 

The researcher used closed and open ended questionnaires to obtain in depth 

information. The method is free from bias of the interviewer, less expensive and does 

not exert much pressure on the respondents hence make them to be more comfortable. 

Kothari, (2004). The researcher also used this method in the data collection whereby 

lower rank employees below the heads of department and sections were covered 

through questionnaires in order to get their experiences about the staff training on the 

control of strategic plan implementation in the Council. Both English and Kiswahili 

questionnaires (Appendix ii) and (Appendix iii) respectively, were used to collect data. 

The Kiswahili questionnaires were intended to collect information from informants 

who cannot comprehend English questionnaires. The information that were collected 

were those based on staff training, Budget (funds) on staff training, information related 

to identification of training needs and design and evaluation of   training programs, 

Management support on training and other relevant information related to the study. 

The method was used to collect information from respondents below the municipal 

director and heads of departments and sections whereby 34 respondents were targeted 

to be distributed with questionnaires. 

 

3.7 Data Analysis Techniques 

Data analysis refers to the computation of certain measures along with searching for 

patterns of relationship that exist among data group (Kothari, 2004). The data collected 

was analysed on the basis of the objectives and the research questions of the study. The 

findings were edited, coded, analysed and interpreted using qualitative and quantitative 

data analysis. While the Qualitative techniques was involved factual and logical 

explanation of findings, quantitative method  on the other hand,  involved the use of 
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descriptive statistics such as averages and tables to make the presentation and analysis  

of findings more clear  and easy to follow up.  Furthermore analysis was done using 

the statistical package for social science (SPSS) Software to compute percentages, 

tabulation and Cross – tabulation of responses. . Quantitative data analysis was done 

by using the Statistical Package for Social Sciences (SPSS) for window software 

package version 16.0. Frequencies were run to determine the percentage of responses 

for various items. Qualitative data on the other hand were conducted through thematic 

analysis SPSS has been chosen due to the fact that it has an advantage of taking data 

from almost any type of data and use them to generate tabulated reports, charts, 

perform descriptive   

 

3.8 Ethical consideration 

All ethical issues regarding conduction of the study were considered and worked upon. 

The researcher had therefore to clear the following before embarking into data 

collection; secure a research permit from Mzumbe University (Appendix iv) and 

Morogoro Municipal Council (Appendix v). Anonymity was observed, where the 

disclosure of their names was in their willingness. Respondents were informed about 

the purpose of the study and their right to withdraw at any time they wish and the 

willingness to participate in the study. 
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CHAPTER FOUR 

PRESENTATION OF FINDINGS AND DISCUSSION 

 

4.1  Introduction 

This chapter is organized into two parts: the first part presents the findings on 

demographic characteristics of the respondents of the study. The second part presents 

the results and analysis with respect to the purpose of the study, research objectives 

and research questions. The purpose of the study was to look at the effectiveness of 

staff training on the control of strategic plan implementation at Morogoro Municipal 

Council‘s Headquarters. 

4.2 Demographic characteristics of respondents 

The demographic characteristics of respondents examined were sex, age and 

educational level. The variables were conducted in order to determine their response 

with regard to the research topic. Also to determine the understanding level of 

respondents to the exposed variables, particularly staff training and implementation of 

strategies. Also to establish the pattern of understanding of the topic interms of 

variations of the demographic features. 

 

4.2.1 Respondents’ distribution by sex  

The findings in table 4.1 below show that the majority of the respondents were males  

who were twenty three (23) (59.0%) while sixteen (16) respondents (41.0%) were 

females. This implies that there is the unbalanced number of employees by sex at 

Morogoro Municipal Council‘s Headquarters. This difference is attributed to the small 

number of female employees recruited and deployed at the Headquarters.  

 

 

 



48 
 

Table 4.1: Respondents’ Distribution by Sex 

 

 

 

4.2.2 Respondents’ distribution by age 

The age of respondents were categorised along seven age groups: 26-30, 31-35, 36-40, 

41- 45, 46- 50, 51-55, 56-60 years. The findings in table 4.2 below show that the 

majority of respondents were those aged between 30 and 50 years, which constituted 

79.43 %. The above findings imply that the majority of employees at Morogoro 

Municipal Council‘s Headquarters might have already undergone training in skills 

development and engaged in the staff evaluation by using OPRAS and they know the 

Strategic plan of the Municipal Council as the age group also comprises senior cadres. 

The age groups were divided purposefully to determine the level of understanding of 

the topic. 

 

The above finding is supported by Johns (1996) who argues that employees at age 32 

to 55 have already established focus on achieving career goals and maintaining 

organisational progress, therefore, will work with the organisation for a long period of 

time. The age groups between 30 to 50 helped the researcher to get vital information 

regarding the study as the employees were able to digest the challenging issues of Staff 

Training in relation to the implementation of the Municipal Council‘s Strategic Plan. 

Table 4.2: Respondents’ Distribution by Age Groups 

Age Frequency Percent 

26-30 3 7.7 

31-35 6 15.4 

36-40 9 23.1 

41-45 7 17.9 

46-50 9 23.1 

51-55 4 10.3 

56-60 1 2.6 

Total 39 100.0 

Source; Field Data, 2015 

Sex Frequency Percent 

Males 23 59.0 

Females 

Total 

16 

39 

41.0 

100.0 

Source; Field Data, 2015 
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4.2.3 Respondents’ distribution by level of education 

The education level of respondents was categorised into five groups: Below form four, 

Form four, Diploma, Bachelor‘s degree and Masters‘ degree. The findings in table 4.3 

below show that, the majority of respondents (41%) (16) had attained a master‘s 

degree and (28.2%) (11) had bachelor degrees. The findings in the study suggests that 

respondents in this study knew for sure what they were responding. The level of 

education they have is mainly attributed to the nature of work at the Morogoro 

Municipal Council‘s Headquarters which needs highly qualified employees with skills 

and knowledge for carrying out the works. Though, first degree and adequate 

experience counts a lot at MMC, the researcher was determine to look at more higher 

level of education to discover its contribution to strategic implementation and staff 

training. 

Table 4.3: Respondents’ Distribution by Level of Education 

 

Education level Frequency Percent 

 

< IV 1 2.6  

IV 3 7.7  

Diploma 8 20.5  

Bachelor Degree 11 28.2  

Masters Degree 16 41.0  

Total 39 100.0  

Source; Field Data, 2015 
 

4.3 Identification of employees training gaps during reviews/appraisals  

The first research objective was to find out whether employees training gaps during 

reviews/appraisals are identified. The associated research question was: are training 

gaps in skills and knowledge identified in the appraisals/reviews? The research 

objective aimed at discovering whether the identification of training gaps/needs during 

staff reviews is done as emphasized by the central Government to help an individual to 

go for training which in turn will improve the performance and the ability to achieve 

the agreed goals of an individual and that of the organisation. The variables that 

associated with this objective were TNA and Training program 
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(a) Conducting of TNA before Training and its reflection on Training Program  

In conducting the research under this objective, a researcher explored the variable of 

TNA and training program, and  wanted to know whether Training Needs Assessment 

are conducted before training and are reflected in the training program of MMC 

 

Findings indicate that 76.9% (30) respondents admitted that TNA is conducted before 

training and are reflected in the training program of the Council. This is also reflected 

in the current MMC Capacity building work plan (CBWP). (Table 4.4) 

 

The Plan states that, in the financial year 2014/2015, the Council takes various 

initiatives in building capacities of staff In past three years, i.e. 2012-2014 various 

initiatives have been taken by the Council to make sure that employees are equipped 

with training.  Based on capacity building plan of 2013/2014, the council has training 

programs prepared based on training needs assessment.  Various types of training like 

in – house training, seminars, short term training and long term training were 

conducted in order to make the Council staff cope with current changes and challenges 

of environment and technology. (CBWP, 2014-2015)  

 

However, 10.3% (4) of respondents said TNA is not conducted before training, and the 

training program reflects training needs outside TNA, while 12,8% (5) respondents did 

not know whether training needs are conducted and reflected in training program of the 

Council. 

Table 4.4: Respondents’ by Conducting TNA before Training and its reflection on 

Training progrmme 
 
Response Frequency 

 

Percent 

 

YES 30 76.9 

NO 4 10.3 

I don‘t know 5 12.8 

Total 39 100.0 

 

Source; Field Data, 2015 
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The findings based on the first objective from the distributed questionnaires revealed 

that 67.9% (19) of the respondents admitted that, training needs are identified during 

staff reviews. It was also revealed further that during staff reviews employees are 

asked to indicate areas where they need training whereby special forms are circulated 

to all staff during the reviews to fill in their needs for training and accompany the same 

with OPRA forms. Reflected also that they are identified through discussion during 

evaluation of staff. Some respondents did not admit directly whether, training gaps are 

identified during staff reviews rather are identified when they encounter the gaps or 

problems during actual performance of daily routine or programs in the organisation.  

Similarly, during interviews, the following was noted that, majority said training gaps 

are identified during staff reviews and when staff attend the appropriate training helps 

them to implement the strategic plan effectively. One of the interviewee said, 

Yes, training gaps are really identified during OPRAS and HoDs identify 

them by assessing one’s performance at the mid and end of  the year and 

also employees are given forms to fill in their performance gaps which 

are then used to prepare a training program 

 

The other one said,  

Yes, there are some needs which are identified during the evaluation but 

I am not sure whether our recommendations are taken into 

consideration 

 

However, 32.1% (9) of the respondents who were distributed with questionnaires said 

Training needs do not come out of staff reviews, and OPRAS plays no roles in 

identifying the training needs meanwhile,  majority of the interviewee who were 

interviewed also said training needs do not come from OPRAS and the training 

program is not prepared based on TNA. For example, in Primary and Secondary 

departments training needs do not come out of OPRAS. One interviewee said;- 

 Training needs do not come direct from OPRAS but come from other 

sources like daily working activities and the changing needs of both 

central and local governments 

 

This argument is supported by Training Strategy for Local Government Authorities 

(2010) which admits that, the Capacity Building Plans are presently not developed 

based on solid training needs assessment (‗TNA‘) of all staff, which are linked to the 
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performance goals and planned activities for the year. While most of the LGAs appear 

to be implementing an OPRAS system for goal setting of individual staff members, 

TNA is not conducted at the same time. Thus, ‗training needs‘ is being derived from 

somewhere other than ‗performance needs‘. In fact, Council staff at large, is not 

involved in the Capacity Building Plan development process 

 

According to respondents, OPRAS is seen as a routine activity just for getting 

promotion and salary increments and not for accomplishing the set goals and 

facilitating implementation of the strategic plan. 

 

Generally, based on the data collected, the researcher‘s stand is that, the MMC 

conducts training needs assessment during staff reviews as the documentary reviews 

indicated the presence of the assessment, for example the researcher witnessed a 

special form that each employee is given to identify his/her training needs and 

accompany the same with OPRA form, also a good number of the respondents 

admitted to have TNA during staff reviews. However, the assessment is seen to be well 

understood at the managerial level while lower rank employees do not know it well 

may be because of their level of understanding. To that effect, it is expected that the 

training program will be productive to both individual and to MMC and therefore 

training helps to control the implementation of the SP. 

 

  4.3.1 Identified training gaps are dealt with in improving strategic plan 

implementation 

The second research objective was to find out whether the identified training gaps in 

skills and knowledge during staff reviews/appraisals are dealt with in improving 

strategic plan implementation.  The associated research question was: how the 

identified training gaps in skills and knowledge are dealt with in improving strategic 

plan implementation?  In conducting the research in this objective, a searcher had to 

explore the variables that reinforce the objective. Respondents were first asked two 

main questions on whether there is Training programe and executed as planned and 
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also in the management support and budget for training and implementation of the 

strategic plan. 

4.3.1.1 Presence of Training Program and its Execution 

In this variable a researcher wanted to know whether there is training programe and if 

is executed as planned for effective implementation of the strategic plan of the council. 

The findings in table 4.5 below indicate that 84.6% (33) respondents admitted that 

there is a training program and staff go for long and short training based on the 

program. According to the Capacity Building Work Plan, (2014-2015) every Head of 

Department is responsible for preparing of the training program for his department and 

Administration Department have a role of coordinating the whole exercise of training 

in the council.   

However, respondents pointed out that its execution is not done properly because of 

the financial problem the council is facing. 12.5% (5) of the respondents said that there 

is no training program at the Municipal council and employees go for long and short 

training basing on their own plans, while 2.6% (1) responded she doesn‘t know 

whether it is present because she is newly employed. 

Generally, the MMC has a well established training program that stipulates all required 

issues regarding staff training. The data collected reveals that the program is not 

executed as planed not because of the incapacity of the training officer, but, mainly 

because of the financial constraints. Training budget is donor dependency and own 

source is not sufficient to cater for training activities  

 

Table 4.5: Respondents by whether Training program is present and Executed as 

Planned 

Response Frequency Percent 

YES 33 84.6 

NO 5 12.8 

I don‘t know 1 2.6 

Total 39 100.0 

Source; Field Data, 2015 
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4.3.1.2 Management Support and Budget 

This variable reinforces the objective as it plays a crucial role in dealing with the gaps 

identified which helps to improve the performance of staff. The findings from the field 

in table 4.6 below, show that, 89.7% (35) of all respondents reflected that there is high 

management support to staff to go for training. They identified the support of 

management to be in Moral support where the management encourages employees to 

go for training, providing study leaves, financial support, stationeries and allocating 

training budget in the Municipal Council‘s main budget each year. It is also supported 

by Alkhafaji (2007) who observes that the third phase of the strategy implementation 

process is the allocation of resources to support the organisation‘s strategic objectives. 

―Nothing could be more detrimental to the strategic-management process than for top 

management fail to support approved goals by not allocating resources according to 

the priorities indicated by these goals. 

 

Also the Municipal Council‘s Building Work Plan states that, all the training 

conducted by the council is in line with council budget of 2014/2015, donor funds, 

Central government Funds and own source are designed for upgrading and updating 

Employees and Councilor‘s skills in different fields of studies like Rule of Law, 

Community participation and  Democracy. It goes on by saying that, in the 2014 / 2015 

budget the Council has estimated to spend a total amount of Tshs: 551,383,823.55/=. 

MMC Tshs 160,000,000 and Tsh. 391,383,823.55  from Urban Local Government 

Strengthening Program (ULGSP) for training of employees and councillors. (Capacity 

Building Work Plan, (CBWP), 2014-2015) 

 

However, 10.3% (4) of respondents said that there is no management support in 

training to its staff and therefore they find it difficult to accomplish their set goals as 

they lack some skills for the performance of duties. 
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Table 4.6: Respondents by management support and budget for training and 

Strategic plan implementation 

 
Response Frequency Percent 

   

YES 35 89.7 

NO 4 10.3 

Total 39 100.0 

Source; Field Data, 2015 

 

The findings under the second objective the respondents covered through  

questionnaires revealed that, 75% (21) of all the respondents responded that training 

gapes identified during staff review/appraisal help in the implementation of the 

strategic plan and 25% (8) said it does not improve the implementation of the strategic 

plan. Most of the respondents in this category were those staff from lower cadres and 

with educational level below Degree. 

 

The findings obtained from interviews that comprised the upper cadres, revealed that 

majority of all interviewees admitted that training gapes identified during staff review 

help the implementation of the strategic plan. One of the interviewee in Internal 

Auditing Section said; 

There are special forms that are provided to each employee during staff 

reviews to identify the training gaps which are thereafter incorporated 

in the Capacity Building plan (CBP) which reflects the Strategic plan of 

the Council. Staff is then provided with short courses in areas that needs 

improvements  

  

Meanwhile few of the interviewees pointed out that the training gaps identified do not 

help the implementation of the strategic plan as the training gaps are driven outside 

staff reviews and training needs do not reflect the strategic plan of the council, for 

example, in the Primary and Secondary departments their short training in-the- job and 

off-the job training comes when needs arise like the change of educational policy, 

circular, etc. 
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A critical analysis of the data indicates   that, the training gaps identified during annual 

reviews do help the implementation of the strategic plan. The training needs largely 

extracted during reviews reflect the SP and when an individual employee is trained 

based on the needs identified stands in a better position to accomplish the agreed goals 

and ultimately the organizational goals. 

4.3.2 The limitations in identifying training gaps are addressed  

The third research objective was; to find out whether the limitations in identifying 

training gaps for effective implementation of the strategic plan are addressed and its 

associated research question was; how do the limitations in identifying training gaps 

for effective implementation of the strategic plan  are addressed?. The findings under 

this objective to the circulated questionnaires revealed that 53.6% (15) agreed that the 

limitations with respect to the identification of training gaps during staff reviews are 

addressed. 46.4% (13) of staff at MMC Headquarters who were distributed with 

questionnaires said that the challenges/limitations in identifying training gaps during 

reviews are not addressed. This category pointed out that training gaps are not driven 

out of staff reviews and therefore it is difficult to address them during staff annual 

reviews.  

 

On the other hand, findings from the interviews from the HoDs and Sections majority   

admitted that the limitations are addressed. In this group reflected that there are two 

main challenges in identifying training gaps to their staff. Those challenges are 

associated with the understanding of training needs of an individual himself/herself  

and the other one is on behavioural conflict, that's to say   misunderstanding between 

the supervisor and the subordinate on the training gaps. It was revealed that sometimes 

it happens a misunderstanding between the supervisor and subordinate on what a staff 

lacks  in skills and  knowledge. One interviewee said that 

        Sometimes it happens argument between the staff and head of the 

Department when an employee what he/she identifies believes to be correct, 

but the supervisor may not see it as the real problem for his /her poor 

performance. 
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The interviews in this respect pointed out that, these limitations are addressed by 

having regular meetings with the staff at the departmental level and are educated on 

what they are lacking in terms of skills and knowledge, also involving them right from 

the beginning of goals setting. The interviews pointed out that the disagreement that 

arise in the identification of training gapes between the supervisor and subordinate in 

appraisals  is addressed by counseling and educating the concerned staff on the proper 

training needs. 

 

Further, few interviews who were interviewed said that, the limitations in identifying 

training gaps are not addressed as OPRAS do not provide for training needs for staff at 

Morogoro Municipal Council‘s Headquarters it is therefore difficult to address 

limitations  in this respect. However, they pointed out that there are challenges in 

identifying training gaps which are not associated directly to OPRAS and to them the 

main challenge are some HoDs and Sections and staff understanding of their training 

needs, some do not see the importance of training, in trainability of some staff and the 

most critical challenge is most staff do not know the linkage of the training they 

undergo with the Municipal Council‘s strategic plan. 

 

The researcher stands at the majority respondents who pointed out that the limitation in 

identifying training needs are addressed. MMC staffs are counseled and educated o on 

the challenges of identifying training gapes of which help them to address the 

encountered limitations.  

 

4.3.3 The control mechanisms of staff appraisal for strategic plan implementation  

The fourth research objective was; to find out whether the control mechanisms of staff 

appraisal help strategic implementation and its associated research question was; how 

control mechanisms of staff appraisal help strategic plan implementation?. The 

respondents in the field were asked on staff appraisal as one of the control mechanism 

for strategic plan implementation helps it. 67.9% (19) of all respondents who were 

distributed with questionnaires admitted that OPRAS helps the implementation of the 

strategic plan. They pointed out that most of the training needs are emanating from 
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OPRAS in which training helps to improve the performance of an individual and 

motivates them to work hard and ultimately staffs at the MMC are able to accomplish 

their agreed goals which reflect the strategic plan of the Council. However, in this 

category the most were not much satisfied with the way OPRAS helps the 

implementation of Strategic plan. 32.1% (9) of respondents distributed with 

questionnaires  said that OPRAS does not help strategic plan implementation because 

what is filled in OPRAS form do not reflect directly the strategic plan and what is 

implemented does not reflect directly the agreed objectives. Also, they pointed out that 

OPRAS being a new approach for staff evaluation has brought confusion to most of 

the staff who fill in activities and not goals, the same is happening to the supervisors 

and to that effect cannot be used as a control mechanism for strategic plan 

implementation. 

Findings from the field that were collected by interviews indicate that majority of  all 

interviews  admitted that OPRAS is a good mechanism for controlling the strategic 

plan implementation as noted in the following interviews. 

 

    At least it helps to control the implementation, but because of the 

financial resource is not fully implemented 

 

The other interviewee had this to said 

 
It helps an individual staff to align with the right track to help him/her to 

meet his/her goals, to guide an individual in performance and to have 

discipline of work. 

 

It was also revealed during interviews that OPRAS is not a control mechanism for 

strategic plan implementation. This category pointed out that since the invention of the 

OPRAS staffs at the council are working on the basis of business as usual and they just 

fill OPRAS forms as a routine activity and do not reflect what they are performing and 

the strategic plan. 

Analysis of the results shows that OPRAS stands at a better position as a control 

mechanism for strategic plan implementation, though there are some limitations in fully 

controlling the SP implementation. What is seen as not appropriate is on its complexity 
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in understanding the system itself particularly to ordinary workers below the heads of 

departments and sections that need thorough training on the operation of OPRAS with 

regard to SP implementation. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

The chapter consists of three sections which are brief summary of the study; 

conclusion and   recommendations that have developed from the findings presented in 

chapter four and deeply discussed in the same chapter. The chapter offers a winding-up 

of an extensive discussion of the findings and it provides the proposed ways ahead. 

The advice provided in the chapter may also be adopted by other LGAs to develop the 

performance standards of their employees through staff training.  

5.2 Summary of the Study 

The study focused on the staff training on the control of strategic plan implementation 

at MMC Headquarters. It specifically focused on finding out whether employees 

training gaps during reviews/appraisals are identified for strategic plan 

implementation, whether the identified training gaps in skills and knowledge during 

staff reviews/appraisals are dealt with in improving strategic plan implementation, 

whether the limitations in identifying training gaps for effective implementation of 

strategic plan are addressed  and also to find out how the control mechanisms of staff 

appraisal helps strategic plan implementation 

A case study research design was applied, and employed both primary and secondary 

data collection methods were used in order to achieve the study objectives. Primary 

method applied both interviews and questionnaires while the secondary method 

provided for documentary reviews at MMC and Muzumbe University. A sample size 

of 50 respondents was drawn from simple randomly and judgmental /purposefully 

selected and a total of 39 equal to 78% of respondents were reached. 

 Data collected were analyzed by using various statistical techniques and presented in 

tables. The qualitative data were presented using direct quotation.  From the analysis of 

data collected, the following are the findings of the study: 
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5.3 Conclusions 

The general conclusion of this study and the specific conclusion of each analyzed 

research objective is as follows 

Generally the findings indicate that staff training to large extent plays a role a control 

mechanism of strategic plan implementation as it helps the shape the behavior of 

individual staff to perform their duties in line with the set objective. 

The identification of employees training gaps during reviews/appraisals are for 

strategic plan implementation.  

The findings under this objective revealed that staff training at MMC is provided and 

thus training needs are extracted from staff performance evaluation whereby 66.7% 

(28) respondents and the majority of interviewees admitted that training gaps are 

identified during staff reviews. However, findings also indicated that 33.3% (11) 

respondents and few interviewees said training gaps for training are not extracted from 

performance reviews. Generally, findings from the top cadres admitted training gaps to 

be identified during staff review and it is a useful system for strategic plan 

implementation. 

 

The identification training gaps during staff reviews/appraisals are dealt with in 

improving strategic plan implementation, 

 Findings in this objective revealed that 74.4% (29) of respondents and the majority of 

interviewees admitted that the identified training gapes during reviews are addressed 

by planning training programs, training budget and providing training to needy staff at 

the council. However, few interviewees and 25.6% (10) respondents pointed out that 

training at the MMC is provided not basing on Training Programs and Training Needs 

Identified during annual reviews. Also said that TNA does not come out of Staff 

reviews. It was therefore noted that training needs identified during staff reviews 

provide for training needs at MMC. 
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Addressing the limitations in identifying training gaps for effective 

implementation of the strategic plan 

The findings here indicated that the majority of interviews and 56.4% (22) respondents 

admitted that the limitations in identifying training gaps are addressed by having 

regular departmental meetings with staff, counseling staff on the proper training needs 

and educating them on how to identify the gaps.  While few interviewees and 43.6% 

(17) respondents said the limitations with respect to identification of training gapes at 

MMC are not addressed. This proves that the majority of the respondents admitted the 

addressing of the limitations of identifying training gaps 

 

The control mechanisms of staff appraisal help strategic plan implementation.  

The findings in this objective, indicated  66.7% (26) respondents and the majority of 

interviews during interviews  reflected that OPRAS helps staff to  execute their tasks 

according to the set objective /goals and therefore it helps  the implementation of 

strategic plan of the Council while 33.3% (13) respondents and few interviewees said 

it does not help the implementation of strategic plan and does not control the behaviour 

of an individual person to accomplish goals and it is considered on the basis of 

business as usual and also to help them on promotion and salary increments.  

 

Generally, the findings of the study provided that training helps the control of strategic 

plan when the training needs are identified during annual reviews and are dealt 

accordingly to align to the training program. Also, findings indicated that TNA is 

conducted at MMC and incorporated in training program for implementation. Also, the 

findings of the study indicated that, the MMC does conduct training basing on 

systematic training approach, whereby training needs assessment is conducted before 

training and there is a well established training program, and the training conducted is 

well monitored and evaluated. The findings in this study indicated also, that, staff 

training helps the implementation of strategic planning at the council. Findings also 

indicate that, OPRAS is carried out every year where staff extract objectives of the 

strategic plan of the council, however, this tool is not sufficiently helps the 

implementation of the strategic plan of the council as most of the employees consider 
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it as mainly for promotions and salary increments and not as a tool for assisting the 

implementation of the strategic plan. 

5.4 Recommendations 

(a) On staff training 

I recommend that a proper system established at the council for the training of its staff. 

There is a well established system of identifying training gaps and a well adhered 

training program that guides training and budget. However, in the study, some 

shortfalls were noted in the whole process of training. 

 

(i) Participation 

Most respondents who attended training admitted that, were sent for training without 

being involved in the identification of training gaps. Also, it was noted that staff in 

lower cadres do not frequently exposed to training activities which is seen as an upper 

cadre‘s activity like HoDs and Sections. In this respect, it is recommended that the 

council management should provide equal opportunities for training to all staff at all 

levels as the implementation of strategic plan depends on all staff at all levels in the 

council. 

 

(ii) Training Budget 

Though there is goodwill for top management to allocate funds for training in the 

council‘s main budget each year. The budget is heavily dependent to donors. Donor 

funds are unpredictable and sometimes released late something which jeopardize the 

training activities to be conducted on time. In this respect it is recommended that, the 

MMC management should strengthen its own sources of revenue collection to cater for 

the same to capacitate its ability to train its employees by using its funds. 

 

 (b) Performance Appraisal (OPRAS) 

Though OPRAS is a newly established system, its advantageous is obvious in an 

organisation which is strategically managed. Most employees at MMC are aware of the 

OPRA System, however, do not see its importance for the implementation of the 
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strategic plan. Staffs at MMC are not able to fill in objectives in OPRA forms instead 

they fill in activities. Also the system is carried out on the basis of business as usual 

and is mainly considered for promotions and salary increments than a tool for strategic 

plan implementation. The MMC is therefore have to have regular training on OPRAS 

to enable them to work in accordance to agreed goals 

 

(c) Strategic plan Implementation  

Most staff at MMC particularly in lower cadres, do not know well the strategic plan of 

the council, though most are aware of its presence. SP at the council is seen as a top 

management, document as lower cadres staff are not fully involved at its formulation 

and even implementation stages something contravenes the strategic management 

approach of High involvement as suggested by Armstrong, (2009).  The MMC 

management should involve all staff of all levels at all stages of SP beginning from 

formulation and implementation stages. Also, should provide regular training to all 

staff regarding SP implementation. 
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APPENDICES 

Appendix I 

INTERVIEW GUIDE 

MZUMBE UNIVERSITY 

 

School of Public Administration and Management (SOPAM) 

 

TITLE; Effectiveness of staff training on the control of strategic plan 

implementation at Morogoro Municipal Council’s Headquarters 

 

Interview guide for Municipal Director, Heads of Departments and Sections 

 

Preliminary Questions 

i.  What is your Name (Not necessary)? 

Ii   What is your Sex? (Tick)   Female (      )   Male (      ) 

ii. What is your educational level? (Tick) 

    < IV (   ) Form IV   (   )   Diploma (     ) Bachelor Degree (     ) Masters (     ) 

iii. What is your designation?............................................................ 

iv. How old are you? (Tick) 

   26- 30 (    ) 31- 35 (    ) 36- 40 (    ) 41- 45 (    ) 46 – 50 (    ) 51 – 55 (    ) 55 – 60 (   ) 

v. What is your Department/Section?......................................................... 

 

INTERVIEW QUESTIONS 

1. What do you understand by Strategic Plan? 

2. Do you have an Up to date Strategic Plan? 

3. How do you implement the Strategic Plan? 

4. Do you encounter any obstacles in the implementation of the Strategic Plan? 

5. If YES in Question 4, What are those obstacles and how do you address them? 

6. Do you conduct training at Morogoo Municipal Council? 

7. Do you conduct TNA before training? 

8. If YES in question 7, how do you conduct it? If NO, Why? And where do you get 

the training needs? 
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9.    Do you monitor and evaluate training activities? If YES how? And If NO Why? 

10. Are training needs on skills and knowledge come from annual staff reviews 

(OPRAS)? 

11.   Do you encounter any limitations in identifying training gaps during staff 

reviews? If YES how? 

12.   How do you address the limitations during identification of training gaps in staff   

reviews? If YES, how? 

13.    Is training linked to the strategic plan? If YES how? And  if No why? 

14.  Does staff training facilitate strategic plan implementation? If YES how does it 

facilitate? If No, why? 

15.  If YES in question 10, how do you identify them? 

16.   Do you have a training program? 

17.  If NO in question 12, how do you conduct training? And If YES does it reflect 

TNA? 

18.    Do staff reviews help to control strategic implementation? If YES how? 

19.  Does top management team support the implementation of the strategic plan  by 

providing necessary training? If YES to what extent? And if No what do you 

think are the reasons? 

20.   Does management allocate financial resources in the budget for training and 

strategic implementation? 

21.   Do individuals accomplish their annual goals successfully? If NO what might be 

main reasons? 

  

                        THANK YOU FOR YOUR COOPORATION 
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Appendix II 

 

Questionnaire for other Staff below Municipal Director and Heads of 

Departments and Sections 

 

MZUMBE UNIVERSITY 

 

School of Public Administration and Management (SOPAM) 

 

TITLE; Effectiveness of staff training on the control of strategic plan 

implementation at Morogoro Municipal Council’s Headquarters 

 

Dear Respondent 

The purpose of this questionnaire is to seek your views and insights concerning 

effectiveness of staff training for the control of strategic plan implementation through 

staff reviews. 

Your answers will lead me in writing my research report. You may wish not to write 

your name. In responding to this questionnaire, you are requested to answer YES or 

NO by putting a mark (X) in the bracket provided and explain where the Question 

needs more explanations in the space provided or you may wish to use a separate plain 

paper if the space provided is not enough. I assure you that the information given will 

be treated confidentially and strictly used for this study only and not otherwise. Thank 

you  

  

Council………… Morogoro Municipal Council………………………. 

Name (s) (Not necessary)………………………………………………… 

Sex  Male (    )    Female (    ) 

Position/Designation……………………………………………………. 

Age (Tick) 26- 30 (    ) 31- 35 (    ) 36- 40 (    ) 41- 45 (    ) 46 – 50 (    ) 51 – 55 (    ) 

56 – 60 (   ) 

Educational level? (Tick one )  < IV (     ) Form IV (     )   Diploma (    ) Bachelor 

Degree (    ) Masters (     ) 
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Department Section……………………………………… 

Year……………… 2015………………………………… 

 

 

1. Does the Council  have an updated strategic plan? 

                  YES (       )       or    NO (    ) 

If NO Why?....................................................................................................................... 

2. Have you ever attended any training? 

                  YES (       )       or    NO (    ) 

If YES, Do you think the training was relevant to your 

job?....................................................................................................................... 

 

3. Do you think Staff Training is linked to organisational strategic plan? 

                        YES (       )       or    NO (        ) 

If YES, How?............................................................................ 

 

4. Is staff training ensuring effective implementation of the strategic plan? 

                        YES (       )       or    NO (        ) 

If YES, How?..................................................................................................................... 

If NO, Why?...................................................................................................................... 

 

5. Are training gaps in skills and knowledge identified during appraisals/reviews? 

YES (       )       or    NO (        ) 

IF YES, how are they identified?...................................................................................... 

……………………………………………………………………………………… 

…………………………………………………………………………………….… 
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6. Are there any limitations in identifying training gaps? 

YES (       )       or    NO (        ) 

IF YES, how? 

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

7.  Are the limitations in identifying training gaps addressed? 

YES (       )       or    NO (        ) 

IF YES, how…………………………………………………………………………….. 

………………………………………………………………………………………… 

 

8. Do you think training activities are monitored and evaluated? 

                        YES (       )       or    NO (        ) 

If YES, How?..................................................................................................................... 

If NO, Why?...................................................................................................................... 

 

9. Does top management support staff training? 

                        YES (       )       or    NO (        ) 

If YES, How?.................................................................................................................... 

If NO, Why?..................................................................................................................... 

 

10. Is there any limitations of Staff Training to effectively support the implementation 

of the strategic plan? 

                        YES (       )       or    NO (        ) 

If YES, What are they?...................................................................................................... 

 

11. Is staff training conducted on the basis of Training Needs Assessment? 

    YES (       )       or    NO (        ) 

 If YES, How is it?............................................................................................................. 

 

 

 



74 
 

12. Is there a training program in your organisation? 

YES (       )       or    NO (        ) 

If YES, how is it operationalized? 

 

13. Do staff reviews as a control mechanism, help strategic plan  implementation? 

YES (       )       or    NO (        ) 

If YES, how?.................................................................................................................... 

………………………………………………………………………………………… 

 

 

 

 

 

 

Thank you so much for your maximum cooperation. 

Damasi Malack Liduke 
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Kiambatisho Na.iii 

DODOSO 

 

CHUO KIKUU CHA MZUMBE 

 

MADA; Ufanisi wa Mafunzo kwa watumishi katika kudhibiti  utekelezaji wa 

Mpango mkakati (Strategic Plan)  wa Manispaa ya Morogoro 

   

Ndugu Mdodoswa, 

Dhumuni la Dodoso hili ni kupata mawazo, maoni na mtazamo wako wa kina juu ya 

mada tajwa hapo juu. Majibu yako yatasaidia katika uandaaji wa ripoti ya utafiti. 

Unahiari ya  kuandika au kutoandika  jina lako katika Dodoso hili. Katika kujibu 

Dodoso hili unaombwa kujibu NDIYO au HAPANA kwa kuweka alama ya (X) katika 

mabano yaliyotolewa, na mahali ambapo patahitaji maelezo zaidi  unahiari ya kutumia 

karatasi nyingine ya ziada katika kujibu. 

 Nakuhakikishia kuwa taarifa utakazotoa katika dodoso hili zitakuwa siri na   

zitatumika tu  kwa minajili ya utafiti huu  na si vinginevyo. 

 

Manispaa………….Ya Morogoro………………………… 

Jina/Majina (Siyo lazima)…………………………………. 

Jinsi              Kiume (   )  Kike (   ) 

Cheo chako…………………………………………………. 
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Kiwango chako cha elimu 

Chini ya Kidato cha Nne Kidato cha Nne Stashahada Shahada Shahada ya Uzamili 

     

 

Umri  26- 30 (    ) 31- 35 (    ) 36- 40 (   ) 41- 45 (    ) 46 – 50 (    ) 51 – 55 (   )          

56– 60  (  ) 

 

Idara/Sehemu………………………………………………. 

Mwaka……………..2015………………………………….. 

 

1. Je, unaujua mpango mkakati (Strategic Plan)  wa Manispaa ya Morogoro? 

NDIYO ( ) HAPANA ( ) 

Kama jibu ni HAPANA. Kwa nini?................................................................................. 

2. Je, ulishawahi kuhudhuria mafunzo yoyote? 

NDIYO ( ) HAPANA (  )  

Kama ni NDIYO. Je, mafunzo hayo yanauwiano na kazi unazofanya? 

………………………………………………………………………………………. 

3. Je, unadhani mafunzo yanafuatiliwa na kutathiminiwa na viongozi wako? 

NDIYO ( ) HAPANA (  )  

Kama ni NDIYO ni kwa  namna gani?.............................................................................. 

Na kama ni HAPANA  ni kwa nini?................................................................................ 
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4.Je, mafunzo yanayofanyika yanatokana na mahitaji ya mafunzo (Training Needs 

Assessment)? 

NDIYO ( ) HAPANA (  )  

 Kama ni HAPANA  ni kwa nini?................................................................................... 

5. Je, mahitaji ya mafunzo yanatokana  na tathmini ya utendaji kazi (OPRAS)? 

NDIYO ( ) HAPANA (   ) 

Kama jibu ni HAPANA, je, mahitaji hayo yanatoka 

wapi?...................................................... 

6. Je, unadhani kuna mpango wa mafunzo? 

NDIYO ( ) HAPANA (  )  

Kama ni NDIYO, Je, unadhani unatekelezwa kama 

ulivyopangwa?…………………………….. 

Kama ni HAPANA ni kwa nini?.....................................................................................

  

7. Je, mahitaji ya mafunzo yanayotambuliwa wakati wa tathmini yanasaidia utekelezaji 

wa mpango mkakati wa  Manispaa? 

NDIYO ( ) HAPANA (   ) 

Kama ni NDIYO ni kwa namna gani?………………………………………………….. 

Na kama ni HAPANA ni kwa nini?.................................................................................. 

8. Je unahisi kuna changamoto zozote katika kutambua mahitaji ya mafunzo? 

NDIYO ( ) HAPANA (   ) 

Kama ni NDIYO ni zipi? ……………………………………………………………… 
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9. Je, chanagamoto hizo zinafanyiwa kazi ili kuwezesha mpango mkakati kutekelezeka ? 

NDIYO (  )    HAPABA (   )   

Kama ni NDIYO ni kwa nama 

gani?.................................................................................... 

10. Je, njia za kudhibiti utekelezaji wa mpango mkakati, kwa mfano kwa kutumia  

tathminin za utendaji kazi (OPRAS),  zinasaidia katika utekelezaji wa mpango 

mkakati? 

NDIYO ( ) HAPANA (   ) 

Kama ni NDIYO ni kwa namna gani? ……………………………………………….. 

Na kama ni HAPANA ni kwa 

nini?.................................................................................... 

11. Je, unafikiri menejimenti inawezesha watumishi wake  katika kupata mafunzo? 

NDIYO ( ) HAPANA (   ) 

Kama ni NDIYO ni kwa namna gani? ………………………………………………… 

Na kama  ni HAPANA ni kwa 

nini?................................................................................... 

12. Je, unafikiri bajeti ya mafunzo hutengwa katika bajeti kuu? 

NDIYO ( ) HAPANA (   ) 

Na kama ni HAPANA ni kwa 

nini?..................................................................................... 

Ahsante sana kwa ushirikiano wako 

Damasi Malack Liduke 

0687889292 


