
 

 

THE PERFORMANCE OF TRAINING EXECUTIVE 
AGENCIES IN TANZANIA: DO SKILLS AND SKILL-

BASED ORGANIZATIONAL STRATEGIES MATTER? 
 

ABSTRACT 
 

The performance of the training executive agencies in Tanzania is assessed in this study with a focus 

onthe influence of skills and skill-based organizational strategies.The study was conducted inTanzania, at 

the Headquarters of Executive Agencies capitalized on the belief that the headquarters normally hold 

great deal of information about issues of central importance to the organization.  The study used a 

partially mixed concurrent dominant status approach by combining both quantitative and qualitative 

aspects altogether within a single study for comprehensiveness. Given the nature of the study's objectives 

and scope, 263 academic staff from five selected training executive agencies were sampled to fill in the 

questionnaires where 238 (i.e. 91%) copies of the questionnaire were filled and returned. Both 

quantitative and qualitative data werecollected but more attention was placed to the quantitative facet. 
The study administered structuredquestionnaires and interview to examine five training EAs: Tanzania 

Public Service College (TPSC),Agency for Development of Education Management (ADEM), Tanzania 

Institute of Accountancy (TIA),Livestock Training Agency (LITA), and Fisheries Education and Training 

Agency (FETA). Regarding the sampling technique, the study adopted the multi-stage sampling design. In 

the first step, training EAs were divided into two strata (basing on establishment age). From the old aged 

stratum, three EAs were selected, and two from the newly aged stratum. In the second step, the academic 

staff from the training executive agencies was sampled purposefully. The cross-sectional explanatory 

analytical survey was used to collected data once without tracking data changes. While descriptiveand 

inferential statistics were used to analyze data from the questionnaires, thematic analysis wasemployed to 

analyze the qualitative data.Regarding the skills availability among the Tanzania’s trainingexecutive 

agencies, the findings showed that the majority of the employees possessed the necessaryprofessional, 

project management, inventive, and interpersonal skills. Few employees possessedpedagogical, 

technological, and multicultural skills. The findings on the degree of performance ofTanzania's training 

executive agencies revealed unsatisfactory performance, and it was determined thatthese agencies had 

not significantly enhanced the delivery of public services. The findings also showedthat training EAs 

underinvested in skill-based organizational strategies. Notably, when individualcompetence levels rise, 

executive agencies' performance is likely to increase. Furthermore, the findingsshowed that human 

resource strategies and partnerships were the most important factors in improving theTanzania’s EAs 

performance 
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1. INTRODUCTION 
 

The central idea behind the establishment of Executive Agencies is to improve the performance 

of the Public Sector by increasing efficiency in public service provision [1].  Executive Agencies 

(EAs) operate satisfactorily elsewhere in the world, but Tanzanian public institutions fall short of 

expectations, resulting in poor delivery of public services [2]. One of the reasons that contribute 

to this unsatisfactory performance in the other setting is the lack of capital, cumbersome 

procedures, bureaucratic red tape, high operational costs, and lack of skills [3]. On the other 

hand, it was noted that relevant Ministries in Tanzania have donelittlein controlling operations, 

providing guidance, monitoring and evaluating EAs' effectiveness in terms of service delivery 

[4]. Other reasons for unsatisfactory performance are the lack of administrative capacity and 

lack of political will in accommodating the tenets of New Public Management model[5]. 

The study is based on the Human Capital Theory (HCT), which prioritizes competent workers 

above all other elements that affect an organization's performance. Basing on HCT, employees 

need to develop their skills in order to keep up with the rapidly changing needs of consumers 

and technology in order to be effective, productive, and flexible.[6]In examining the impact of a 

skill on performance in Tanzania, earlier research looked at the impact of individual skills and or 

skill-based organizational strategies on the performance of non-training EAs of Tanzania [7, 8 

and3]. 

The performance of a higher education institution largely hinges on the consultancy, research, 

and teaching it conducts [9]. This is consistent with its founding objective, which was to increase 

the number of graduates to close the skill gaps in particular fields of specialty [4]. Nevertheless, 

despite all of the efforts, the executive agencies' performance in the areas of research and 

consultancy possess a lot to be desired (Tanzania Commission for Universities [TCU]. The 

question on what types of individual skills and skill-based organizational strategies are 

possessed by EAs is a crucial question that remains unresolved. In regards to whether the skills 

have an impact on how well the Executive Agencies perform, there were no conclusive 

answers. To get answers, the study utilized the chosen EAs of TPSC, ADEM, TIA, LITA, and 

FETA to assess how available skills affect performance in terms of research and consultancy. 

 



 

 

2. THEORETICAL FRAMEWORK 
 
2.1PUBLIC CHOICE THEORY 
According to the Public Choice theory, as the government's functional area for providing goods 

and services to the public expands, the bureaucracy's effectiveness and quality deteriorate 

because it lacks the essential technical expertise and abilities to carry out a given task [10]. 

According to the public choice theory, if market forces operate freely, there is a chance that they 

will function with much higher efficiency, which would reduce the need for an unnecessarily 

large government and make the delivery of goods and services to customers more transparent, 

affordable, simple, and economical [11]. The theory concludes that delegation of government 

duties to organizations is inevitable in order to maintain competition in a market modal. Despite 

criticisms, the Public Choice Theory is crucial to this study because it incorporates aspects of 

the market modal that are essential for efficiency and effectiveness. It establishes the 

relationship between costs, output, and goes on to discuss the significance of cost 

consciousness. The Public Choice Theory is pertinent to this study because it provides a deeper 

understanding of the need for managing the public sector using a marketing model while 

addressing the challenges of traditional practices, which can occasionally be notoriously slow to 

adapt to changes in the environment. 

 

2.2 HUMAN CAPITAL THEORY 
Skills, according to Human Capital Theory (HCT), boost an individual's performance and 

productivity, which benefits the organization [12]. Skills are central to optimizing performance 

and elevating an organization’s success [13]. HCT is an extension of the capital concept, which 

hypothesizes that expenditures on skills are capital investments yield economic and social 

returns at the individual and organizational levels. Skills are assumed to lead to greater 

productivity, which is ultimately translated into organizational performance [14].  

The concept of the rise of intangible resources and intellectual capital, which are the change in 

how assets are seen in the organization, forms the foundation of the human capital theory. The 

intangible skills and abilities of the workforce, sometimes known as the firm's intellectual capital, 

are what determine organizational performance in economics [15].  

According to the Human Capital Theory, organizations with skilled workers perform better than 

their unskilled counterparts. The HCT promotes the notion that through investing in education or 

training, employees' knowledge and skills can be increased [16]. It is therefore important to 

assess how skills can be leveraged to facilitate organization performance [17]. The theory 



 

 

subsequently provides that learned knowledge and acquired skills are significant factors for 

effective performance [18]. The theory, in this case, argues that the learned skills and acquired 

knowledge are the key determinants of performance.  

It is therefore important to assess how skills can be leveraged to facilitate organization 

performance. A major strength of the HCT is that it helps policymakers and researchers to 

establish the relationship between education (skills) or training as inputs and organizational 

performance as outputs, and it provides a useful lens for understanding how policy can be 

developed to incentivize organizations’ investment in advancing employee skills [14]. The 

Human Capital Theory is criticized for imposing a relationship between skills and work 

performance assuming that skills determine marginal performance. The theory provides little 

insight into the processes through which skills are translated into higher performance and treats 

skills as relatively homogenous input by assuming that higher levels of skills attainment and 

quality will result in greater performance [18]. 

 
3. METHODOLOGY 

The study was conducted in Dar es Salaam and the Coast Region, at the Headquarters of 

Executive Agencies capitalized on the belief that the headquarters normally hold great deal of 

information (both primary and secondary) about issues of central importance to the organization 

[19]. The selected executive agencies include Tanzania Public Service College (TPSC), Agency 

for Development of Education Management (ADEM), the Tanzania Institute of Accountancy 

(TIA), which represent EAs with old ages. Other agencies included are the Livestock Training 

Agency (LITA) and Fisheries Education and Training Agency (FETA), representing the newly 

established EAs. 

This study used a partially mixed concurrent dominant status approach which combines both 

quantitative and qualitative aspects altogether within a single study for comprehensiveness [20]. 

Partially mixed concurrent dominant status approach allowed multiple methods of data 

collection, i.e. questionnaires and the interviews were administered concurrently but more 

emphasis was placed to the quantitative facet. 

This study further used cross-sectional explanatory analytical survey under which the data were 

collected only once without tracking data changes. On the other hand, the explanatory design 

was affected because of the cause-effect relationship that exists between skills and 



 

 

performance whereby predictors (variables) of skills are used to explain the outcome variables 

that is the performance of executive agencies. The survey method was employed because the 

study covered a relatively large geographical area using sampling units with the help of 

questionnaires in Dar es Salaam and the Coast whilst saving time and financial resources. 

Given the nature of the study's objectives and scope, the academic staff from Tanzania's 

training executive agencies was the study's target population. Five training executive 

organizations were chosen. The decision was made based on the age of the executive 

agencies, with LITA and FETA being the youngest and TPSC, ADEM, and TIA being the oldest. 

To reduce sampling error, a census survey was then employed. Other studies, which employed 

the census approach for the same purpose, are those conducted by [21 and 22]. In light of the 

above, 263 academic staff from five selected training executive agencies were sampled to fill in 

the questionnaires where 238 (i.e. 91%) copies of the questionnaire were filled and returned. 

This number of respondents was inadequate given that it falls within the common range and 

complies with the rule of thumb. The rule of thumb provides that a minimum sample size of 30 

respondents is sufficient for inferential statistical analysis [23].  

Regarding the sampling technique, this study adopted the multi-stage sampling design. In the 

first step, training EAs were divided into two strata (the old and the young). From the old 

stratum, three EAs were selected, and two from the newly established stratum. In the second 

step, the academic staff from the training executive agencies was sampled purposefully. 

Because they possess knowledge on how skills affect training EAs in Tanzania, academic staff 

were thought to be the best respondents for this study. Structured questionnaires, semi-

structured interviews, and document reviews were used to collect the data. Additionally, 

descriptive statistics like percentages and frequencies were used to analyze data, while 

thematic analysis was used to identify, examine, and document patterns or themes in qualitative 

data.  

4. RESULTS AND DISCUSION 
 
4.1Available Individual Skills among the Training Executive Agencies 

Seven individual skills of employees in Tanzanian training executive agencies were evaluated to 

establish the available individual skills among these agencies. Interpersonal skills, professional 

skills, technological skills, educational skills, and innovative skills are a few among them. The 

results in Table 1 show the available individual skills possessed by employees of training 



 

 

executive agencies in Tanzania for both the old and new executive agencies. Five individual 

skills were identified during survey and interviews.The results of this study indicate that 

executive agencies in Tanzania employ personnel who possess all necessary competencies. 

According to survey results in Table 1, there is a variance in the number of skilled employees, 

whose skills are crucial for the identified organizations.  

Table 1: The Available Skills among the Training Executive Agencies in Tanzania 

Available 
individual skills 

New agencies Old agencies Total χ2 df Sig. 
N % N % N %    

Interpersonal skills 
NO 25 46.3 66 35.9 91 38.2 1.922 1 0.166 
YES 29 53.7 118 64.1 147 61.8    
Total 54 100 184 100 238 100    
Professional skills  
NO 15 27.8 52 28.3 67 28.2 0.005 1 0.945 
YES 39 72.2 132 71.7 171 71.8    
Total 54 100 184 100 238 100    
Technological skills  
NO 40 74.1 117 63.6 157 66 2.045 1 0.153 
YES 14 25.9 67 36.4 81 34    
Total 54 100 184 100 238 100    
Pedagogical skills 
Never 57 31 21 38.9 78 32.8 7.697 5 0.174 
Once 57 31 18 33.3 75 31.5    
Twice 39 21.2 11 20.4 50 21    
3 times 15 8.2 0 0 15 6.3    
4 times 11 6 1 1.9 12 5    
5 times 5 2.7 3 5.6 8 3.4    
Total 184 100 54 100 238 100    

Source: Field Data (2020) 

The survey results were somehow consistent with results from key informants as they were 

greatly in line with professional skills, followed by interpersonal skills, innovative skills, 

interpersonal skills and technological skills.  

One of the DR-ARCs corroborated this during an interview by stating that: 

In most of these Executive Agencies, we have employees with different skills, 
such as interpersonal skills and technological skills. However, the majority of 
them have professional skills because recruitment and selection of employees 
were done by considering someone’s profession. This is because an 



 

 

individual’s professional skills are extremely important in the business world. 
The way someone cooperates with others, handles their workloads and acts 
around the office can determine their success or failure as an employee (Dar 
es Salaam, September 2019). 

The informant clarified that in addition to having professional skills; workers also have 

interpersonal skills that enable them to interact with coworkers more effectively. These skills 

allow workers to give and receive feedback, which in turn enables them to solve small problems 

among themselves before they escalate into larger ones. 

Although interpersonal skills were reported in different avenues (in both survey and interview 

results), its importance on the performance of executive agencies has remained the same. [24] 

argued that interpersonal skills are important for project managers. Individual skills identified in 

this study are not novel; other scholars who conducted similar studies in executive agencies 

such as universities, colleges, as well as schools also reported them. For instance, [25] reported 

that the professional staff of academic medical libraries in Iran possessed general and personal 

skills as well as information service skills. [26] reported that the academic staff of Federal 

Universities in Nigeria had literacy (interpersonal) skills. In addition, [8] reported that the majority 

of teachers had good communication skills, which forms the basis of interpersonal skills. 

The study further compared individual skills in old and new executive agencies. The survey 

results as shown in Table 1 indicate that both old and new agencies followed the order of 

general results: professional skills > interpersonal skills > technological skills. However, there 

was a marginal difference in the number of employees with project management and innovative 

skills. 

4.1.1 Interpersonal Skills 

Results in Table 1 show the responses from the respondents on the available skills among the 

training executive agencies in Tanzania. The majority of respondents (61.8%) acknowledged 

having good interpersonal skills. Individuals employ these abilities on a daily basis when 

speaking and engaging with others, both individually and in groups. Questioning respondents on 

their competence in writing, listening intently, proposing new ideas, making successful 

presentations, and being open to teamwork, evaluated these abilities. The Chi-squared (χ2) test 

was used to determine whether the interpersonal skills of respondents differed significantly 

between new and old agencies. The results show that the proportion of respondents who 



 

 

reported to have interpersonal skills did not differ between agencies (χ2 = 1.922, df = 1, p 

>0.05). 

As presented in Table 1, the majority of respondents interviewed had interpersonal skills. There 

are various explanations for this. They included the employees' educational backgrounds and 

the executive agencies' initiatives to increase their capacity. Employees who graduated before 

they were recruited by executive agencies are taught interpersonal skills, which are primarily 

about communication skills. 

One of the interviewees said this during interview:  

During my undergraduate studies, communication skills was a mandatory 
course. I took numerous courses on the subject, and I did well. I can therefore 
interact successfully with coworkers, employers, and customers who are a 
benefit to our business. Additionally, my employer permits everyone, 
regardless of their level, to freely communicate with their peers, colleagues, 
and superiors and share their thoughts. (Dar es Salaam, September 2019). 

Another interviewee asserted that:  

Nobody can boast of having interpersonal skills; everyone who has graduated 
from college or university has taken a course in it. It is a mandatory course that 
must be passed in most colleges. Even now, we instruct our students so that 
after they leave this place, they will be competent communicators. (Dar es 
Salaam, September 2019). 

Prospectuses from universities where some EA’s workers graduated do additionally support the 

interviews responses. For instance, communication skills is a core course for all undergraduate 

students at Sokoine University of Agriculture (SUA), which produces aquaculture graduates who 

work at FETA. Additionally, graduates from community development and human resources 

management courses at the University of Dar es Salaam, studied communication skills. 

4.1.2 Professional Skills 

Table 1 further reveals that 71.8% of the 238 respondents who were interviewed acknowledged 

having professional skills. The remaining 28.2% lacked professional skills, which means they 

lacked sufficient professional skills. Professional skills in this context refer to the career 

competencies that respondents employed by training executive agencies possess in order to be 

proficient in their day-to-day tasks. The respondents were asked about their competencies in 



 

 

three different areas: identifying customer needs, meeting those needs, and receiving client 

feedback. A detailed examination of the findings in Table 1 reveals that the percentage of 

respondents who acknowledged having professional skills varied between new and old 

agencies. The difference between new and old executive training agencies, however, was not 

significant, according to a Chi-square test (χ2 = 0.005, df = 1, p >0.05) (Table 1). 

The findings imply that the majority of executive agencies' employees, both new and old, 

possess professional skills. These results suggest that the majority of employees are skilled in 

identifying clients' needs, meeting those needs, and receiving clients' feedback. The interviews 

exposed the fact that the majority of employees in executive agencies had received mentorship 

to become teachers and that they currently instruct students at various educational levels, 

including certificate, diploma, bachelors, and master's degree programs. 

Employees follow the rules of professionalism because they were mentored to become 
instructors, as suggested by one of the respondents, who stated that: 

Instead of lecturers, teaching professionals prefer to refer to themselves as 
teachers. You know, in theory, a teacher is someone who has been instructed 
to be sincere and helpful to students. He or she also produces high-quality 
work and adheres to deadlines, demonstrating competence and dependability. 
It is true that whoever claimed that teaching is a noble vocation did not 
exaggerate. It is important to understand that being a member of the nobility is 
not just about accumulating wealth. Realizing that a teacher shapes people's 
lives is what gives this nobility its meaning. (Dar es Salaam, September 2019). 

Another interviewee added: 

The opportunity to significantly impact young people's lives makes the 
teaching personnel feel honored every time. Being a teacher has a secret thrill. 
Despite the vicissitudes that come with it, I still find personal gratification in 
being the center of these students' lives. I love the engagement and the 
students' rapt focus, which frequently puts me at the center of their world and 
makes me feel alive. (Dar es Salaam, September 2019). 

The interview findings also showed how staff members acquired professional competence. They 

said that among other methods of developing skills, including attending workshops, enrolling in 

courses, and reading articles or books, interaction with experienced employees and on-the-job 

training are the most effective [27].  



 

 

4.1.3 Technological Skills 

The results depicted in Table 1 on technological skills show that out of 238 respondents, (66%) 

had no technological skills. The 34% of people with technology skills were more willing to 

abandon their accustomed methods of task management and focus on new, current methods of 

teaching, researching, and conducting consultancy. When responses from different executive 

training organizations were compared, it was discovered that 25.9% of the respondents from 

new training organizations had technological skills, compared to 36.4% of respondents from 

older organizations. However, there is little distinction between the old and new executive 

training organizations (Table 1). 

From the qualitative responses on technological skills, very few staff of executive agencies 

admitted to possess such skill. Technology skills in this context is not about the ability to switch 

on and use a computer or any electronic device, it is about having knowledge and competency 

in new modern techniques of teaching, researching and conducting consultancies; and 

readiness to change from the previous techniques of managing tasks. The majority of the staff 

acknowledged having computer literacy, but their knowledge of computers was restricted to 

typing and using a mouse. Technology skills are important, and this is well accepted in the 

literature. For instance, according to [26], employees in an organization with high technology 

skills are likely to find more helpful and current information. This is also supported by one CEO 

who asserted that: 

It is true that the majority of employees lack the necessary technology skills. 
This is a result of the majority of organizations failing to equip effectively their 
workforce with technologically advanced skills. I think that employers have a 
fundamental duty to advance their knowledge and innovations; hence, there is 
a need to invest in helping employees become more technologically literate. 
(Dar es Salaam, September 2019). 

4.1.4 Pedagogical Skills 

The survey also evaluated respondents' educational skills by asking how many pedagogical 

training sessions they had taken. Table 2's findings reveal that most respondents (32.8%) had 

never attended pedagogical training, while only a small percentage (3.5%) had done so at least 

five times. The difference in responses between the old and new executive training on the 

number of pedagogical training was tested using Chi-square and results show that there is no 



 

 

statistically significant difference (Table 2). The average number of training that respondents 

attended in the surveyed executive training agencies is presented in Table 2. 

Table 2: Descriptive statistics for number of pedagogical training attended (mean ± s.e) 

Age category of 
agency  

 N Minimum Maximum Mean Std. Deviation 

New agencies  54 0.00 5.00 1.0926±0.17588 1.29248 
Old agencies  184 0.00 5.00 1.3533±0.09627 1.30580 
Overall  238 0.00 5.00 1.2941±0.08457 1.30467 

Source: Field Data (2020) 

The Head of Academic, Research, and Consultancy concurred with the quantitative 
findings, stating: 

In our institute, we do not provide pedagogical training for our lecturers since 
we initially believed that since they are knowledgeable about what they are 
teaching, they can teach effectively. The requirement for providing instructors 
with the necessary teaching knowledge and skills was one of several topics 
brought up during the students’ evaluation of teachers. In the future, this 
training will be covered by a budget. (Dar es Salaam, September, 2019). 

The results in Table 2 showed the overall effectiveness of all executive training organizations. 

According to the median, 50% of those surveyed had a negative opinion on how well agencies 

performed. According to both research and conducted consultancies, it appears that training 

executive agencies' performance was deemed ineffective. The study equally evaluated and 

contrasted the performance of the new and old executive agencies. In addition to the previously 

mentioned Livestock Training Agency (LITA) and Fisheries Education and Training Agency 

(FETA), other recently established training executive agencies include Tanzania Public Service 

College (TPSC), Agency for the Development of Education Management (ADEM), and 

Tanzania Institute of Accountancy (TIA). In a similar vein, the performance of both new and 

existing training executive agencies was apparently found to be unsatisfactory based on 

research and consultancies undertaken, since more than 50% of respondents had negative 

opinions on the performance of the agencies. According to in-depth interviews and focus group 

discussions, executive agencies underperform for numerous reasons. The severe lack of 

funding and personnel in all executive agencies was cited as an example. Even worse, like with 

other organizations in Tanzania, training executive agencies have encountered significant 

delays while recruiting new employees in accordance with government recruitment procedures. 



 

 

However, all of the reasons given fall under the institutional framework because the training 

executive agencies are semi-autonomous and are thereby subject to all national laws governing 

the public sector. 

For instance, training executive agencies have proven they can raise money through student 

fees and consultancy services to cover management expenditures. However, under the existing 

structure, training executive agencies must remit at least 15% of the money they collect to the 

Treasury in order to facilitate other government activities. In recent years, all public institutions, 

including executive agencies, have been obligated to pay the government dividends. Both the 

15% remittance requirement and dividends lessen the executive agencies' financial resources. 

The executive agencies also lack control over their annual budget because there is a significant 

discrepancy between their approved budget and their actual budget, which reflects their actual 

spending. It was shown that the annual budget depended considerably more on the funds the 

government would allot to the training executive agency (budget ceiling) through the ministry 

responsible for executive agencies. 

Additionally, training executive agencies have little control over the recruitment process, which 

is lengthy and falls short of the actual demand. Multiple parties are involved in the procedure, 

which is overseen by Public Service Recruitment Secretariat (PSRS). The recruitment 

procedure is often initiated by the agency, which then submits it to the Director of Administration 

and Personnel (DAP) in the employing ministry to request the Permanent Secretary of the 

Ministry's approval to appoint (PSD). The PSD verifies that the appointment is accommodated 

within the available budget thereafter authorizes the appointment. The selection process is then 

initiated by sending a request to the PSRS, and once it is finished, the names of the chosen 

candidates are submitted to the MDA so that the appointment process can begin. The candidate 

is subsequently placed on the payroll, and the DAP drafts an appointment letter before sending 

it to the Chief Accountant, who completes the data entry form and submits it to the PSD for 

approval.  

Once the appointment is approved, the paperwork is sent to the Budget Commissioner, who 

verifies if there are sufficient funds to facilitate the appointment. The data entry form is batched 

and data input is completed in either the Treasury or the PSD after the three pertinent 

authorities (the DAP, the head of the Establishment Division, and the Budget Commissioner) 

have signed it. [28]. 



 

 

4.2 Skill-based Organizational Strategies of the Training Executive Agencies in Tanzania 

This section outlines organizational strategies that are results-driven and skill-based and are 

employed to support improved performance of Tanzania's training executive agencies. There 

are eight organization-based skills strategies. These comprise: 1) human resource strategies; 2) 

research skill development; 3) consultancy skill development and 4) collaborative strategies. 

The organizational solutions with a skills-based focus that are currently being employed in 

Tanzania to support training executive agencies' improved performance are shown in Table 3. 

In executive agencies, eight abilities were identified and ranked depending on organizational 

strategies. According to Table 3, the majority of those surveyed agreed that a consultancy unit 

should be established, followed by (in decreasing order) collaboration, the development of 

consultancy skills, human resource strategies, the establishment of a research unit, and the 

development of research skills. The study's skill-based organizational strategies are combined 

with findings from other earlier studies. 

Table 3. Skills Based Organizational Strategies 

 New agencies Old agencies  Total χ2 df Sig 
N % N % N % 

Human resource strategies 
NO 35 64.8 152 82.6 187 78.6 7.851 1 0.005 
YES 19 35.2 32 17.4 51 21.4    
Total 54 100 184 100 238 100    
Creation of research skills  
NO 44 81.5 163 88.6 207 87 1.861 1 0.173 
YES 10 18.5 21 11.4 31 13    
Total 54 100 184 100 238 100    
Creation of consultancy skills 
NO 29 53.7 152 82.6 181 76.1 19.151 1 0.000 
YES 25 46.3 32 17.4 57 23.9    
Total 54 100 184 100 238 100    
Collaboration 
NO 19 35.2 133 72.3 152 63.9 24.896 1 0.000 
YES 35 64.8 51 27.7 86 36.1    
Total 54 100 184 100 238 100    

Source: Field Data (2020) 

Other scholars identified other skill-based strategies. According to [29] the strategies include the 

formation of business and research units, recruiting of executives from appropriate institutions 



 

 

and professional organizations, efficient use of resources, and ensuring unwavering 

commitment. [30] identified the establishment of research units, hiring researchers, setting up 

funds for research activities, collaborating with other research institutes, reducing teaching 

workloads, rewarding employees who publish, establishing a research agenda and building 

research capacities. [31] identified key strategies used in training institutions to include training 

staff on proposal writing, fundraising, taking part in budgeting, and the establishment of a 

research agenda.  

4.2.1 Human Resource Strategies 

Respondents were asked some questions on the following human resource strategies used to 

support better performance of the training executive agencies: the adequate number of 

facilitators available, the adequateness of facilitators in terms of qualifications, conducive 

environment for the academic staff in terms of accessories, motivation of employees, and 

capacity building of employees. Information on these indicators is useful as they reflect the 

human resource strategies. The results from the study indicate that 78.6% of respondents 

mentioned that there are no human resources strategies in place while only 21.4% answered 

YES (Table 3). The results across executive training agencies also vary. The Chi-squared (χ2) 

test was used to determine whether the responses differ significantly between new and old 

agencies. The results show that the proportion of respondents who answered NO and YES 

differ significantly (χ2 = 7.851, df = 1, p <0.05). 

One of the respondents from top management stated the following in support of the preceding 

argument: 

Most executive agencies, like ours, need strong leaders who can inspire their workers 

to work eagerly and enthusiastically for the organization achieve its goals. The strategic 

integration of HR strategy and Business Strategy is also lacking, as are clear 

organizational policies. (Dar es Salaam, September, 2019). 

4.2.2 Development of Research Skills 

The development of research skills is a crucial approach employed to support the training 

executive agencies' improved performance. This is so that workers in training executive 

agencies may perform their triple duties of training students, conducting research, and providing 

consultancy. A sufficient number of staff members with research skills were present, and a 



 

 

motivation to hunt for research opportunities was also examined as part of developing research 

skills. Findings in Table 4 reveal that just 13% of the 238 respondents acknowledged the 

existence of strategies for developing research skills. The remaining 87% of those surveyed 

indicated a lack of strategies for enhancing their research skills. However, there is no 

statistically significant difference between the responses from the old and new executive training 

programs when compared using Chi-square (2 = 1.861, df = 1, p > 0.05). The finding in Table 3 

showed that organizational strategies based on skills were used to support improved 

performance of the training executive agencies in Tanzania, but research skill development was 

not given high priority. This is not because it was considered to be the least important; rather, 

it's because the majority of staff members in executive agencies garnered this expertise while at 

university. According to information obtained during interviews, all academicians possess 

undeniable research skills and the motivation to search for research possibilities. In addition, it 

was discovered that undergraduate and graduate degree programs teach and encourage the 

development of research skills. PhD programs also focus on developing these skills. 

Additionally, academicians in executive agencies develop and practice research skills by 

supervising students' special projects. An Interview with a senior staff at TPSC confirmed that 

research skills are not a serious challenge. He said:  

The academic staff here can create research proposals, gather data, analyze it 
with various software programs, and generate scientific papers. By supervising 
students and acting as external examiners for Masters and PhD candidates 
from various universities, they continue to develop their expertise. As a result, I 
am confident in their research skills. (Dar es Salaam, September 2019). 

According to the statement, supervising students' research projects helps academicians in 

training executive agencies develop their research skills. According to [32], one strategy for 

effectively applying critical research skills is by teaching, supervising students, and participating 

in inquiry. 

4.2.3 Development of Consultancy Skills 

The responses from respondents regarding the existence of a strategy to develop consultancy 

skills are also shown in Table 3. The results show that 76.1% of respondents denied having a 

strategy to develop consultancy skills, compared to 23.9% who acknowledged having such a 

strategy. The following factors were used to determine the development of consultancy skills: 

possession of demonstrable consultancy skills, the availability of a sufficient number of people 

with consultancy skills, and the desire of individuals to look for consultancy opportunities. The 



 

 

responses differed between the old and new executive training agencies. The Chi-squared (χ2) 

test was used to determine whether the responses differed significantly between the new and 

old agencies. The results show that the proportion of respondents who answered YES and NO 

differed significantly (χ2 = 19.151, df = 1, p <0.001). 

The results in Table 3 demonstrate that the majority of those surveyed cited the advancement of 

consultancy skills as one of the organizational strategies employed to support improved 

performance of Tanzania's training executive agencies. The fact that the strategy came forth in 

line suggests that there are adequate employees in executive agency with proven consultation 

skills and have the motivation to hunt for consultancy opportunities. As was previously 

mentioned, consultancy is a significant source of income for executive agencies and employees. 

Everyone aimed to increase their domain competency as a result by enrolling in either short or 

long project management courses. One of the respondents acknowledged the significance of 

consultancy skills and stated that every employee desire to develop consultancy skills to 

augment competency. 

During an interview, one of the respondents stated:  

In addition to your field of expertise, you need have consultancy skills if you 
want to enjoy academic life. You should be able to find consultancies, develop 
proposals, and produce reports. All of these call for specialized training, which 
everyone in this institution is eager to acquire. There are individuals here who 
have excelled in consultancy, have built very large networks with other 
consultancies, and are earning extra money. (Dar es Salaam, September 
2019). 

The functions and responsibilities of the consultant are at the heart of why consultancy skills are 

crucial. A consultant is an independent, qualified person who offers professional services to 

people, organizations, or business entities, according to the Institute of Management 

Consultants (2000). Consultancy services are therefore offered by independent and qualified 

individuals to research issues pertinent to policies, organizations, processes, and methods; 

recommend suitable action; and assist in monitoring the enforcement of the recommendations 

(ibid). With all these, a consultant should be a qualified person as suggested by many 

literatures. For instance, [33] in the book “the competitive consultant” acknowledge that it is 

crucial for a consultant to comprehend clients’ needs in order to deliver desired results. To 

accomplish their established goals, training is inevitable for consultants. Individuals expecting to 

venture into consultancy must understand the client-consultant relationship. 



 

 

4.2.4 Collaboration 

Collaboration is an organizational strategy used to support improved performance of Tanzania's 

executive training agency. By asking respondents about their collaboration with other entities on 

research, teaching, and consulting activities, collaboration was evaluated. According to the 

results reflected in Table 3, 63.9% of the respondents indicated they had no collaboration 

agreements with other universities while 36.1% admitted that they did. Further analysis revealed 

that there is a significant difference between the two responses across training executive 

agencies. Lack of collaboration was more reported in old agencies than in new agencies (χ2 = 

24.896, df = 1, p <0.001). The second-placed skill-based organizational strategy employed to 

support improved performance of the training executive agency in Tanzania was collaboration 

with other institutions or researchers. In this sense, collaboration refers to working in partnership 

with other entities on research, teaching, and consultancy. Research and consultancy are the 

two main areas where employees in the examined executive agencies collaborate most. A 

respondent mentioned the following during an interview:  

It is undeniable that some research and consultancies call for multidisciplinary 
teams. To maximize the likelihood that your proposal will be financed, you 
must include some of the fields that are not affiliated with your university. For 
instance, when you develop a proposal on the value of various livestock 
systems to the environment and for human subsistence, there are economic 
and environmental considerations to be made. Obviously, you must include 
economists and environmentalists in your project. (Coast Region, September 
2019).  

Another key informant said that: 

To enhance the performance of their organizations, our executives frequently 
work together with consultants from other firms. Because they are able to work 
together to overcome significant obstacles by using boundary objects and 
prototyping, it aids our institution in accomplishing a number of tasks. (Coast 
Region, September 2019). 



 

 

The findings point to the value of collaboration. This is in line with the findings of a prior study by 

[34], who stated that for academic institutions, collaborating with other stakeholders like 

universities and research centers is crucial. 

4.3 The Performance Level of the Training Executive Agencies in Tanzania 

With regard to the level of the Training Executive Agencies, the findings in Table 4 indicate that 

the median for both the research and consultancies done was 2, which is the code for 

"disagree". The findings imply that the majority of respondents have a negative opinion on the 

performance of the agencies. 

Table 4. Performance Level of the Training Executive Agencies in Tanzania 

Statistics  Research conducted Consultancies conducted 
N 238 238 
Mean 2.1891 2.2479 
Median 2.0000 2.0000 
Std. Deviation 1.07227 1.15173 

Source: Field Data (2020) 

The descriptive statistics produced by SPSS (i.e., median, mean, and standard deviation) in 

Table 4 show the outcome of the performance level of new executive training organizations. 

These are recently established training executive agencies, including Livestock Training Agency 

(LITA), and Fisheries Education and Training Agency (FETA). The results in Table 4 show that 

the median for both research and consultancies conducted was 2, implying “DISAGREE”. 

Again, such results suggest that 50% of the respondents interviewed have a negative opinion 

regarding the performance of new agencies. 

 

Table 5: Performance Level of New Training Executive Agencies  

Statistics  Research conducted Consultancies conducted 
N 54 54 
Mean 2.0000 2.0741 
Median 2.0000 2.0000 
Std. Deviation 0.97129 1.04343 

Source: Field Data (2020) 



 

 

Table 5 presents descriptive statistics (i.e. median, mean and standard deviation) indicating 

results of the performance level of old executive training agencies. These include Tanzania 

Public Service College (TPSC), Agency for the Development of Education Management 

(ADEM), and Tanzania Institute of Accountancy (TIA). The results in Table 5 show that the 

median for old agencies for both research and consultancies conducted was 2, implying 

“DISAGREE”. The results suggest that the majority of respondents have a negative opinion on 

the performance of old agencies. 

Table 6 Performance Level of Old Training Executive Agencies 

Statistics  Research conducted Consultancies conducted 
N 184 184 
Mean 2.2446 2.2989 
Median 2.0000 2.0000 
Std. Deviation 1.09643 1.17942 

Source: Field Data (2020) 

The overall performance level that was comprehensively measured is represented by the results 

in Table 6. When analyzing the relationships, the responses produced ordinal data that met the 

requirements of the ordered logistic regression model since each value represented an ordinal 

dependent variable as opposed to other regression models. Independent variables (individual 

skills) were recorded as either numerical (discrete and continuous) or categorical variables. 

5. CONCLUSION 

The study concludes that training executive agencies in Tanzania have professional skills, 

interpersonal skills, and limited staff technical skills that are rudiments for employees in training 

institutions. In addition to this, training executive agencies are unable to produce professionals 

with intercultural competencies who are frantically needed to fill a variety of positions in 

international organizations. Additionally, technological and pedagogical skills received the 

lowest rankings, leading to the conclusion that the agencies' teaching methods have not 

changed in response to technological innovations. The study's conclusion on skill-based 

organizational techniques in executive agencies is that insufficient funds are being invested to 

increase the effectiveness of training executive agencies. Collaboration, the development of 

consultancy skills, and human resource strategies are some of these. Therefore, it is argued 

that the training executive agencies being semi-autonomous public institutions have not 

adequately increased their institutional capacity. Finally, the data on the level of performance of 



 

 

the Tanzanian training executive agencies demonstrated unsatisfactory performance. In light of 

the results, it is concluded that training executive agencies have not satisfactorily improved the 

delivery of the public services (such as research and consultancy) they were entrusted with. 
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