
THE ROLE OF TRAINING NEEDS ASSESSMENT IN DEVELOPING EFFECTIVE TRAINING PROGRAMS IN TANZANIAN LOCAL GOVERNMENT AUTHORITIES:
 A CASE OF KIGAMBONI MUNICIPAL COUNCIL









MEMMY EMMANUEL JOHN









A Dissertation submitted in Partial Fulfillment of the Requirement for the Degree Award of Master of Science in Human Resource Management with Information Technology (MSc. MHRT-IT) at the Tanzania Institute of Accountancy.
November, 2025
34

[bookmark: _Toc188830723][bookmark: _Toc216807218]DECLARATION
I, Memmy Emmanuel John do hereby declare that this dissertation is my original work and that; it has not been presented and will not be presented to any other higher learning institutions for a similar or another master’s degree award.

_________________
Signature
____________________
Date













[bookmark: _Toc203525427][bookmark: _Toc216807219]CERTIFICATION

I, the undersigned, certify that I have read and hereby recommend for acceptance by the Tanzania Institute of Accountancy (TIA) research titled The Role Of Training Needs Assessment In Developing Effective Training Programs in Local Government Authorities in Tanzania: A Case of Kigamboni Municipal Council” in partial fulfillment of the requirements for the Masters of Human Resource Management with Information Technology (MHRM-IT).


          [image: ]
Dr. Bruno Ng’ingo
(Supervisor)

17th December, 2025
________________
Date






[bookmark: _Toc8334190][bookmark: _Toc12615076]


[bookmark: _Toc163712376][bookmark: _Toc202509301][bookmark: _Toc203525428][bookmark: _Toc216807220]COPYRIGHT
This dissertation should not be produced by any means in full or in part, except in short and fair dealing for research or private study, critically scholarly review or discourse with an acknowledgement. No part of this dissertation may be produced, stored in any retrieval system or transmitted in any form such as electronic and mechanical or photocopying without prior written permission of the author or The Tanzania Institute of Accountancy.




















[bookmark: _Toc216807221]DEDICATION
I dedicate this work to my beloved husband Emanuel Lameck, to my son Elvis and my daughter Melissa for being supportive in several aspects during this study.  







[bookmark: _Toc216807222]ACKNOWLEDGEMENT
[bookmark: _Toc208865360][bookmark: _Toc216807223]First and foremost, I wish to express my profound gratitude to the Almighty God for granting me wisdom, strong health, and the courage to progress to this juncture in my academic endeavors. I would like to convey my heartfelt appreciation to my esteemed supervisor, Dr. Bruno A. Ng’ingo (PhD), for his unwavering encouragement, insightful guidance, and invaluable support that facilitated the successful completion of this study. Additionally, I extend my deepest gratitude to my cherished husband, Emanuel Lameck, along with my son, Elvis, and my daughter, Melissa, for their unwavering support and resilience during the periods when my academic commitments precluded my presence with them.
[bookmark: _Toc208865361][bookmark: _Toc216807224]Moreover, I wish to acknowledge my parents, Emmanuel John and Suzana Kamunya, whose contributions have significantly shaped my identity, and to my entire family for their relentless encouragement throughout my academic journey. I also express my sincere appreciation to the management of Kigamboni Municipal Council for permitting me to gather data without any constraints within their organization. Furthermore, I would like to thank all individuals who assisted me throughout the research process. In conclusion, I extend my gratitude to my fellow students, my colleagues, and all other individuals who generously offered their efforts, understanding, support, and encouragement throughout the writing of this dissertation.








[bookmark: _Toc216807225]ABSTRACT
This research assessed the role of training needs assessment in developing effective training programs within Local Government Authorities (LGAs) in Tanzania, with a case of Kigamboni Municipal Council. The study adopted Human Capital Theory that helps to assess the role of TNA on developing effective training programs, to identify challenges of TNA execution and suggest techniques to improve TNA process. A mixed research approach was adopted that included quantitative and qualitative methods. Data were collected from 341 respondents, including training manager, heads of department and other employees using documents review, interview and questionnaire. Data analysis was conducted through Statistical Package for Social Science (SPSS) and thematic analysis. The findings from the study revealed that TNA is very essential in strengthening the effectiveness of training programs, aligning training with organizations objectives and identifying the skill gap as well as improving the performance of employees. Nevertheless, there are some challenges that hinder the effectiveness of TNA process such as resources limitations, time limit, lack of stakeholder’s involvement, poor methodology of collecting data and employee’s resistance. The study revealed some techniques to improve the TNA process such as allocating adequate resources, adopting suitable data collection techniques and increasing stakeholders’ involvement. The study concluded that effective TNA is very essential for creating training programs that influences service delivery and workforce competence in LGAs. The study recommends for investing in capacity building for TNA, structures TNA practices and to consider TNA as primary condition for developing effective training programs. Furthermore, these findings provide a proper insight for LGA administrators, policymakers and human resource officers who aim to strengthen public service delivery and improve workforce competences.
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[bookmark: _Toc188830726][bookmark: _Toc216807229]CHAPTER ONE
[bookmark: _Toc216807230]INTRODUCTION
[bookmark: _Toc188830727][bookmark: _Toc216807231]1.0 Introduction
This chapter of the research explains various aspect of chapter one that includes backgrounds of the study, statement of the problem, objectives of the study, research questions, research hypothesis, justification of the study, scope of the study, and significance of the study.
[bookmark: _Toc188830728][bookmark: _Toc216807232]1.1 Background of the Study
In the contemporary era of huge competition and dynamic environment, organizations keep investing to their employee’s development in order to increase adaptability, innovation and productivity (Beth and Tobey, 2016). Training needs assessment is the critical component that ensuring effective development to employees as it enhance a well-developed training program. TNA identifies gaps between required competencies and actual performance, helping organizations address skill deficiencies (Kura and Kaur, 2021). It bridges the gap between job expectations and employee capabilities, ensuring personnel possess the necessary skills to meet organizational goals (Mahmud, 2019).
Globally, the needs for TNA have been influenced by various factors such as globalizations, shift towards sustainable development and technological advancement. In the United States, federal agencies allocate resources for TNA, while the United Kingdom uses the Management Competency Framework to address skills shortages. Similarly, China integrates TNAs with organizational goals through its National Training Programs (Kazi, 2020).
In Africa, where socio-economic challenges vary, TNA plays a vital role in improving public service delivery. The African Development Bank's 2019 report emphasizes systematic training to address skill deficits and enhance public sector competencies. Nigeria's Service Wide Training Program evaluates performance gaps at various levels, while Kenya’s School of Government develops training initiatives based on TNAs in areas like devolution and ethics (Ocheni, Nwanko and Atakpa, 2014).
In Tanzania, the 2013 Public Service Training Policy introduced TNAs to guide training program design and implementation. The President’s Office Public Service Management (PO-PSM) provides TNA guidelines and training for public institutions, including LGAs, ensuring systematic skill development. External consultants or internal evaluations are used to identify training needs, depending on organizational preferences (Beth and Tobey, 2016).
Local government authorities (LGAs) in Tanzania were established under the 1977 Constitution of the United Republic of Tanzania (CURT), Articles 145 and 146, to transfer power to the local population and promote their participation in development (Mbogela, Kira and Ngumuo, 2023). LGAs are tasked with social advancement, public service delivery, maintaining law and order, and fostering development through inclusive approaches (Rubakula, 2013). Despite the good purpose of establishing local government in Tanzania, challenges remain, particularly in personnel development within LGAs (Robert and Mori, 2024). In 2009/2010, the Prime Minister’s Office for Regional Administration and Local Government (PMO-RALG) introduced a Training Strategy to strengthen LGA training infrastructure (Shilingi, Kinemo and Kwayu, 2018). This strategy aimed to create a coordinated training and development system for public employees, prioritizing performance improvement and service delivery. The strategy also emphasized career advancement, equitable training access, and stakeholder collaboration (Shilingi, Kinemo and Kwayu, 2018)
[bookmark: _Toc188830729]Despite the continues effort to improve the development of workforce in Tanzanian LGAs, most training initiatives are generic, leading to low impact and inefficiencies (Kazi, 2020). Various researches reveal that inadequate training needs assessment leads to training programs that do not equip the workers with necessary skills and knowledge that are required to fulfil their duties effectively (Stefaniak, 2020). This challenge is mostly observed in fast growing municipalities such as Kigamboni, where the demand for proper public service becomes high which put more pressure to existing workforce. However, the implementation of TNA faces various challenges such as limited time and financial resources, insufficient expertise to conduct TNA and inadequate involvement of stakeholders in the process of TNA (Fakih, 2022).
[bookmark: _Toc216807233]1.2 Statement of the Problem
Training needs assessment (TNA) constitutes a pivotal component in the formulation of effective training programs, enabling alignment between these programs and the strategic objectives of an organization as well as the specific demands of individual employees (Mazhisham and Khalid, 2019). There is a growing apprehension among local government authorities (LGAs) in Tanzania, particularly within the Kigamboni municipal council, regarding the ineffectiveness of numerous training initiatives in adequately addressing the prevailing skills gaps and organizational priorities. Frequently, this shortfall results in diminished employee productivity and less effective service delivery to the community (Kigamboni municipal training report, 2023).
Initial evaluations indicate that a deficient TNA process results in training that is misaligned, chaotic, and excessively generalized, thereby failing to meet the particular needs of local government staff (Fakih, 2022). Furthermore, the absence of a systematic methodology and inadequate engagement of various stakeholders exacerbates the challenges associated with ineffective TNA. This situation detrimentally affects not only the capacity of LGAs to provide high-quality services to the community but also hampers the professional development of their personnel (Markaki, 2021).
Notwithstanding the critical importance of TNA, a significant gap exists in empirical research clarifying its implementation and contributions to the creation of effective training programs within LGAs in Tanzania. Hence, this study seeks to investigate the role of training needs assessment in the development of effective training programs in the local government authorities in Tanzania, with a focused analysis on the case of the Kigamboni municipal council.
[bookmark: _Toc188830730][bookmark: _Toc216807234]1.3 Research Objectives
[bookmark: _Toc188830731][bookmark: _Toc216807235]1.3.1 General Objectives
The general objective of the study was to investigate the role of Training Needs Assessment in developing effective Training Programs in Tanzanian Local Government Authorities.
[bookmark: _Toc188830732][bookmark: _Toc216807236]1.3.2 Specific Objectives
I. [bookmark: _Hlk186203283][bookmark: _Hlk183043969]To examine the influence of Training Needs Assessment on the effectiveness of training programs at Kigamboni Municipal Council
II. To explore the challenges facing Kigamboni Municipal Council in the execution of Training Needs Assessments. 
III. To determine techniques for improvement of Training Needs Assessment procedures at Kigamboni Municipal Council. 
[bookmark: _Toc188830733][bookmark: _Toc216807237]1.4 	Research Questions
I. How does Training Needs Assessment influence development of effectiveness of training programs at Kigamboni Municipal Council?
II. What are the challenges facing Kigamboni Municipal Council in the execution of Training Needs Assessments?
III. What are the techniques for improving Training Needs Assessment procedures at Kigamboni Municipal Council?
[bookmark: _Toc188830734][bookmark: _Toc216807238]1.5 Justification of the Study
Training constitutes a critical component of organizational efficacy and capacity enhancement within local government authorities, as the quality-of-service delivery directly impacts the welfare of the community (Festo, 2020). Local government authorities in Tanzania encounter a myriad of challenges, including skills deficits and resource limitations, which underscore the necessity of training programs that evolve in response to the changing needs of the community (Kessy and Kaswamila, 2014).
Nonetheless, a proper executed Training Needs Assessment (TNA) significantly enhances the efficacy of training initiatives. The achievement of organizational objectives, the fulfillment of genuine employee needs, and the rectification of specific skills deficiencies are optimally realized through training programs that are meticulously aligned with a TNA (Wamwayi, 2016). In the specific context of the Kigamboni municipal council, characterized by diverse socio-economic demands and rapid urbanization, the necessity for proficient administrative staff is paramount and can be effectively addressed through a thoughtfully designed training program. Consequently, comprehending the function of TNA in the formulation of effective training programs is of utmost importance.
Moreover, this research proves invaluable to local government employees, many of whom lack essential skills due to insufficient and irrelevant training. A well-structured TNA can elucidate existing gaps and facilitate the development of effective training programs. The revelations from this examination help the policymakers at the local and national spectrum in creating better workforce approaches. Additionally, the community stands to benefit from this study as enhanced service delivery arises from improved performance of local government employees, a result of well-structured training programs aligned with TNA.
Furthermore, there exists a notable deficiency in empirical research regarding the impact and implementation of TNA in the development of training programs within local government authorities in Tanzania. Thus, this research s an instrumental in augmenting the existing literature concerning TNA within Tanzanian local government authorities. The Kigamboni municipal council, serving as a case study, offers a pertinent and specific context for elucidating these issues and proffering recommendations for local government authorities throughout Tanzania.
[bookmark: _Toc188830735][bookmark: _Toc216807239]1.6 Scope of the Study
This research is confined on the role of Training Needs Assessment in developing effective Training Programs in Tanzanian Local Government Authorities. The study is guided by specific objectives which are; To identify the influence of Training Needs Assessment on the effectiveness of training programs within Local Government Authorities (LGAs), to identify the challenges facing Tanzanian LGAs in the execution of Training Needs Assessments and to identify techniques for improvement of Training Needs Assessment procedures in Tanzanian LGAs. The study was conducted at Kigamboni municipal council from September 2024 to November 2025.
[bookmark: _Toc188830736][bookmark: _Toc216807240]1.7 Significance of the Study
This research will be so valuable to local government employees, many of whom lack essential skills due to insufficient and irrelevant training. A well-structured TNA can elucidate existing gaps and facilitate the development of effective training programs. 
The revelations from this study will help policymakers at the local and national spectrum in creating better workforce approaches. 
Additionally, the community stands to benefit from this study as enhanced service delivery arises from improved performance of local government employees, a result of well-structured training programs aligned with TNA.

















[bookmark: _Toc188830737][bookmark: _Toc216807241]CHAPTER TWO
[bookmark: _Toc188830738][bookmark: _Toc216807242]LITERATURE REVIEW
[bookmark: _Toc216807243]2.0 Introduction
This part of the research presents literature reviews related to the study. It involves both theoretical literature review and empirical literature review. Lastly, it presents conceptual framework of the study.
[bookmark: _Toc216807244]2.1 Definitions of key Terms
[bookmark: _Toc216807245]2.1.1 Training needs Assessment
Training needs assessment is an evaluation that allows organizations to systematically identify the gaps between employees' current competencies and the necessary skills, knowledge, and abilities for optimal job performance. This assessment assists organizations in ascertaining the requisite training interventions, identifying the target individuals, and determining the optimal timing for delivery, thereby enhancing overall performance and facilitating the attainment of organizational objectives (Goldstein and Ford, 2002). 
As posited by (McClelland, 1994) Training needs assessment represents a structured methodology for identifying and evaluating the gap between the current and aspirational levels of knowledge, skills, and abilities possessed by employees, with the objective of devising targeted and efficacious training interventions.
[bookmark: _Toc216807246]2.1.2 Effective training Program
Effective training program refers to a training program which is precisely planned and systematic, aims to address the educational requirements of employees, and undergoes evaluation based on its capacity to enhance performance outcomes (Armstrong, 2014)
As articulated by Noe, (2010), training programs are considered effective when they are founded upon precise needs assessments, possess clearly delineated learning objectives, employ suitable instructional methodologies, and culminate in the transfer of learning to the workplace setting.

[bookmark: _Toc216807247]2.1.3 Local government Authorities
[bookmark: _Toc188830739] is a legal entities endowed with the responsibility to administer and oversee social and economic development at the local level, encompassing sectors such as education, healthcare, and infrastructure (Lufunyo and Mutalemwa, 2012).
According to (World Bank, 2009) local government authorities represent the tier of governance that is most proximate to the populace and play a vital role in ensuring effective service delivery, accountability, and fostering local development.
[bookmark: _Toc216807248]2.2 Theoretical Literature Review
[bookmark: _Toc188830740][bookmark: _Toc216807249]2.2.1 Concepts of Training Needs Assessment
Training needs assessment constitutes a systematic approach through which pertinent information regarding organizational requirements for training is gathered (Mahmud, 2019). Performance deficiencies and specific training requirements are elucidated by both employees and trainers via the Training Needs Assessment (TNA) process. Training is characterized as a strategic endeavor that entails the identification of organizational objectives, the aggregation of competencies, the analysis of collected data, and the determination of discrepancies between future necessities and the current state (Kura and Kaur, 2021). The assessment of training needs may be conducted either informally (through inquiries directed at employees) or formally (utilizing interview and survey methodologies). The TNA process proves to be exceedingly beneficial for managers in the formulation of training programs that are designed to address the actual needs of employees (Aragon and Jimenez, 2014).
Training needs assessment is understood as a methodical procedure that discerns the specific training necessary for employees to perform their responsibilities with efficacy (Ojo, 2018). Shibani (2016) posits that training managers must exercise considerable caution in the implementation of TNA to formulate a training program that fulfills employee needs, thereby enhancing productivity and realizing organizational objectives. Key characteristics of TNA focus on observable skills instead of intangible competencies, the essential role of methods to identify issues that can be solved through training versus those that cannot, a basis rooted in the organizational culture and philosophy, a tendency toward reactivity rather than proactivity, and the inclusion of a range of stakeholders from the organization who are engaged in training initiatives either directly or indirectly (Horng and Lin, 2014).
The primary objective of executing a training needs assessment (TNA) is to ascertain the specific types of training required by employees, to comprehend effective learning modalities, and to evaluate the efficacy of training programs. TNA seeks to mitigate performance deficiencies by ensuring that the advantages derived from training surpass those associated with performance shortcomings (Rahmana and Sukaya, 2020). Furthermore, TNA endeavors to identify those employees who require training as well as the most suitable trainers for the educational initiative. TNA also strives to pinpoint methodologies that can effectively address the knowledge and skill discrepancies among employees. In addition, TNA aims to recommend the optimal timing for the training to be conducted (Vairagi, Patil and Deshmukh, 2018). Bollavaram and Nanda (2024) posit that TNA is instrumental in securing management endorsement, as managers are likely to exhibit greater commitment to supporting training initiatives through the allocation of financial resources. Consequently, TNA provides management with substantiation that certain training interventions are essential for enhancing the performance and productivity of an organization. Moreover, the assessment conducted through TNA is designed to evaluate the costs and benefits associated with training; by implementing a comprehensive TNA, management can more readily ascertain the financial implications related to the training initiative and formulate an appropriate budget, thereby facilitating the identification of the disparity between the costs incurred from not training and those associated with training (Bollavaram and Nanda, 2024).
Training needs assessment (TNA) is of paramount importance to organizations. Firstly, it facilitates the optimization of training investments by enabling effective allocation of resources to training programs, as well as addressing the specific training needs identified within the organization, thereby mitigating the skills and knowledge deficits. Secondly, TNA enhances employee motivation and engagement; employees exhibit a greater commitment to their work when their needs are adequately met through training initiatives that augment their knowledge and skills. This engenders a sense of value and professional development among employees, which consequently contributes to higher rates of retention and job satisfaction (Bin Othayman et al., 2022). Furthermore, the implementation of TNA cultivates a culture of development and continuous learning within organizations. Through regular assessments, organizations remain attuned to evolving job requirements. Consequently, TNA functions as a strategic initiative that helps organizations strengthen the abilities of their employees, facilitating their ability to face future obstacles and achieve an advantage over competitors in the industry. Finally, TNA assessments play a critical role in succession planning and career development, ensuring that key positions within organizations are filled by appropriately trained personnel (Mayombe, 2020).
Beth and Tobey (2016) described the training needs assessment (TNA) process that encompasses several critical procedures aimed at ensuring its effectiveness. The procedures involved are:
I. The delineation of the scope and objectives of TNA. The scope and intent of TNA must be distinctly articulated. This entails the identification of specific roles, target demographics, and focal areas of concern.
II. Data collection. Different approaches to gathering data can be utilized, such as conducting interviews, administering surveys, performing evaluations, and holding focus group sessions. These methodologies serve as instrumental tools for discerning performance and knowledge deficiencies among employees, as well as for recognizing both organizational and individual training requirements.
III. Data analysis. Through the execution of data analysis methodologies, trends, patterns, and prevalent training needs can be readily discerned. The identification of such needs is pivotal in the formulation of an effective training program.
IV. Development of the training program. The formulation of the training program is contingent upon the training needs discerned during the data collection phase. The development process should take into account the learning content, objectives, delivery methodologies, and evaluation strategies. Moreover, the constructed training program must adequately address the identified gaps at both the individual and organizational levels.
V. Executing the training initiative. The implemented training initiative needs to be put into action by employing various teaching methods, including lectures, simulations, case analyses, and interactive role-play; additionally, the training can be conducted through online platforms or in-person sessions.
VI. Evaluating the effectiveness of the training program. The efficacy of the training program should be subjected to ongoing assessment through various methods, including feedback surveys, performance reviews, and post-training evaluations. A careful analysis can successfully uncover how the training program influences employee performance and highlights areas for further development.
[bookmark: _Toc188830741][bookmark: _Toc216807250]2.2.2 Influence of Training Needs Assessment on the Effectiveness of Training Programs
Alignment of training programs with organizational goals. A well-executed Training Needs Analysis (TNA) is fundamental in making sure that training efforts directly support the organization's strategic vision. This alignment significantly enhances the efficacy of training programs and contributes to the overall success of the organization (Ludwikowska, 2018). TNA can affect the pertinence of training programs concerning organizational objectives in various manners, including; strategic relevance; by identifying specific knowledge, skills, and behaviors, effective training programs can be formulated. Such training initiatives will empower employees to make substantial contributions to the strategic objectives of the organization (Khan and Masrek, 2017). Focus on priority areas; through TNA, the developed training will prioritize high-impact areas rather than those with minimal effect, thus directing substantial effort where it is most needed. Adaptability to change; an effective TNA will result in training programs that address the discrepancies arising from market fluctuations and internal transformations. Employees will be equipped to manage these changes only if they receive appropriate training. Lastly, cost-effectiveness; time and financial resources will be judiciously allocated if the training programs align with the organizational goals. Consequently, TNA aligns training programs with the organization by minimizing irrelevant training initiatives (Burke and Cocoman, 2020).
Customization of training  content. A thoroughly conducted TNA enhances the formulation of training content that effectively meets the requisite needs of the organization and its employees. The training content that addresses the various challenges confronting employees can be accomplished through a well-executed TNA, which identifies gaps in knowledge and skills (Rashid, 2018). Relevant training content will facilitate greater employee engagement and motivation in the learning process, as the knowledge imparted is highly pertinent to their job functions. Furthermore, well-tailored training content fosters improved comprehension and facilitates the seamless application of skills within the workplace (Zahira, Hartono and Suhartini, 2014). Properly prepared learning content will advance career development for employees, as the training provided is aligned with their career aspirations, thereby promoting personal development and growth. Additionally, optimal utilization of time, financial resources, and other assets can be achieved through meticulously designed learning content. The organization will also reap benefits in the form of reduced errors and heightened efficiency (Rashid, 2018).
Effective utilization  of resources. The time and financial resources will be judiciously allocated when the training program aligns with job requirements and yields a beneficial impact on organizations. Consequently, Training Needs Assessment (TNA) ensures the strategic allocation of resources towards impactful and pertinent training initiatives within organizations (Almair et al., 2019). TNA empowers organizations to discern the requisite training needs among employees, thereby facilitating the investment of resources in relevant and impactful training rather than superfluous programs. Furthermore, the prudent allocation of resources towards relevant training fosters enhanced employee performance and skill development. The effective utilization of resources in a well-structured training program also contributes to improved outcomes, elevated levels of employee satisfaction, and a reduction in errors, thereby augmenting organizational success (Robert and Mori, 2024).
Evaluation and  feedback. TNA establishes a foundational benchmark that will serve as a reference point for assessing the efficacy of the training program. The evaluation conducted post-training can furnish insights into individual and organizational performance metrics both prior to and subsequent to the training intervention. Employee competence, efficiency, and productivity constitute critical performance indicators that can be leveraged to assess the training program's effectiveness (Ganji, 2024). After the evaluation process, comments are delivered to employees, mentors, and management about the training program's usefulness. Such feedback elucidates whether the needs of individuals and organizations have been adequately addressed. Moreover, feedback guarantees that subsequent training programs are methodically developed, thereby engendering positive outcomes for both individuals and organizations (Kajwang, 2022).
Identification of appropriate individuals requiring training. TNA facilitates an organization's ability to ascertain which individuals necessitate training within the organization. Training is only deemed effective and impactful when it is administered to the appropriate individuals; otherwise, it constitutes a misallocation of resources (Alias et al., 2019). It is not requisite for every individual within the organization to partake in identical training experiences, as this may lead to employee demotivation and disengagement in the learning process. Therefore, TNA ensures the selection of suitable participants for training, which in turn enhances engagement and motivation as their specific needs are addressed (Lacerenza et al., 2017). Individuals are generally more enthusiastic about training that aligns with their interests; conversely, many organizations fail to accurately identify those in need of training, resulting in the selection of inappropriate candidates. The inability to identify the correct individuals for training undermines the effectiveness of training programs and may diminish the overall impact on employee and organizational performance (Horng and Lin, 2014).
[bookmark: _Toc188830742][bookmark: _Toc216807251]2.2.3. Challenges in Implementing Training Needs Assessment in Organizations
Lack of management support. The successful execution of training needs assessment (TNA) is contingent upon management's comprehension of its significance. A deficiency in managerial backing for TNA may result in inadequate allocation of critical resources, including budgetary, time, or human capital, necessary for the preparation and implementation of TNA.(Yousif, Ahmed and Osman, 2018) The efficacy of training programs is directly influenced by the quality of TNA implementation; otherwise, the training may fail to address the specific needs of individuals and the organization. Inadequate workforce and budgetary constraints might undermine the validity of data collection and assessment (Reetesh and Chakrabartyb, 2014).
Inadequate resources. Organizations may encounter significant obstacles in procuring the requisite resources to facilitate the comprehensive process of conducting training needs assessments. Resource constraints may encompass technological, financial, and human capital limitations. These challenges may arise from obsolete systems, budgetary constraints, or an overtaxed workforce (Sahoo and Mishra, 2019). Consequently, limitations in resources may restrict TNA from encompassing a broad spectrum of the organization, result in inaccurate data collection, and yield training programs that are generic and less effective. In addition, insufficient resources might result in a drop in employee contentment, lesser output, and difficulties in addressing the skill and knowledge discrepancies present in the workforce (Sung and Choi, 2014).
Poorly defined objectives. The absence of well-articulated objectives for TNA may result in unfocused and irrelevant assessments that fail to identify the specific training needs of individuals and the organization (Denby, 2014). Vaguely defined objectives can precipitate inadequate data collection that does not address the performance and skill deficiencies of employees. Inappropriately formulated TNA objectives may lead to suboptimal training development that fails to align with the goals of both employees and the organization (Denby, 2014). Additionally, poorly defined TNA objectives can result in the wastage of valuable resources, including financial, time, and effort expended on initiatives that lack relevance and efficacy. Moreover, employees may disengage from training initiatives that do not pertain to their identified needs (Kamila, 2018)
Low employees’ participation. Workers form a significant aspect of the TNA process, providing essential insights into their necessities and the training that would be most effective. Reduced participation from employees may arise from apprehension regarding potential repercussions, a lack of awareness, or insufficient engagement in the TNA process (Nazli, Sipon and Radzi, 2014). In the absence of employee participation, the TNA process may fail to accurately delineate performance and skill gaps. A lack of employee input impedes the diversity of perspectives, thereby diminishing the accuracy of the information collected. Without employee involvement, the skills, performance, and genuine issues of employees may remain unaddressed (Muma, Iravo and Omondi, 2014). Additionally, employees may perceive themselves as undervalued if they are excluded from the TNA process, resulting in training programs being viewed as unhelpful and irrelevant (Alias et al., 2019).
Inadequate data collection methodology. The process of Training Needs Analysis (TNA) can prove to be exceptionally challenging if the employed data collection techniques are inappropriate, compounded by logistical difficulties and insufficient engagement from respondents. Common methodologies for data gathering in TNA encompass interviews, ambiguous survey inquiries, and observational assessments (Ghufli, 2014). Consequently, if these methodologies are not meticulously crafted, they may result in inadequate identification of training requirements, failing to bridge the skills and performance deficits, producing incomplete feedback from employees, and leading to the squandering of resources such as finances, time, and effort expended on irrelevant training programs (Abdullah, 2014). Moreover, the outcomes of such training initiatives could be detrimental if the information obtained during the TNA process is erroneous. Hence, the data collection process must be conducted with utmost diligence due to its critical significance within the organization (Fakih, 2022).
Neglect in the evaluation of TNA effectiveness. A significant number of organizations neglect to evaluate the success of TNA effectiveness following its execution. The assessment of TNA encompasses the allocation of time, resources dedicated to the evaluation, and the personnel involved (Ludwikowska, 2018). A failure to evaluate TNA can result in the perpetuation of identical errors in the future, such as a failure to adequately address the needs of both individuals and organizations, misallocation of resources as financial and temporal investments are not utilized effectively, and a diminishment of the TNA process's credibility, which may consequently lead to insufficient support from both management and employees (Barbazette, 2014).
Another obstacle confronting TNA arises when organizations opt for a general, overarching topic that encompasses a wide range of areas without conducting a thorough, in-depth TNA. Companies might opt for ready-made training solutions as a broad answer because of factors like affordability, ease of use, and restrictions on time (Singh, Gupta and Gautam, 2021). The broad or general topic selected by the organization may inadequately address specific performance, skill, or industry-related requirements. Generic training programs might neglect critical areas within the organization that necessitate attention, resulting in minimal improvements in performance as the training may not be relevant to the workplace, and squandered time and financial resources due to investments in irrelevant issues (Draghci, Fistic and Carutasa, 2021). Furthermore, usual training frameworks could foster a sense of detachment among employees in the learning endeavor, as they may not regard the training content as stimulating (Festo, 2020).
[bookmark: _Toc188830743][bookmark: _Toc216807252]2.2.4 Strategies for Effective implementation of TNA
Active involvement of stakeholders at different levels in the training needs assessment. The engagement of stakeholders such as employees, human resources personnel, and managerial staff in the TNA process is essential as it guarantees that training initiatives are tailored to fulfill the requirements of both individuals and the organization (Khan and Masrek, 2017). This involvement not only makes the outcomes more actionable and pragmatic but also cultivates a sense of ownership among the participants. Employees contribute by articulating their challenges, experiences, and aspirations, thereby ensuring that the realities of daily operations are adequately represented in the development of training programs (Sahoo and Mishra, 2019). Managers offer insights into employee performance, ensure that training is congruent with departmental objectives, and identify existing skills and knowledge deficits. Human resource professionals play a critical role in ensuring the alignment of the TNA process with overarching strategic workforce planning initiatives (Bin Othayman et al., 2022).
Develop clear and measurable objectives are imperative for the TNA process. Clearly articulated and quantifiable goals ensure that the TNA process remains focused on outcomes, particularly in the realm of data collection. When objectives are clearly outlined, it becomes easier to pinpoint shortcomings, formulate meaningful training courses, and judge how well training performs.  A precisely crafted objective enables the alignment of employee competencies with organizational aims, thereby ensuring that the organizational objectives are effectively addressed through training programs aimed at enhancing employee productivity and efficiency (Nadeem and Hafeez, 2016). It is crucial for organizational goals to be specific, clarifying the what, how, and why of the TNA; measurable, defining explicit criteria for success; attainable, meaning the goals must be realistic based on available resources; relevant, aligning ambitions with organizational priorities; and finally, time-limited, incorporating deadlines to ensure accountability (Ahamed, 2015).
Application of various methods of data collection is vital for an effective TNA. The integration of both quantitative and qualitative data collection methods enhances the efficacy of the TNA process. Utilizing both methodologies permits a comprehensive understanding of employee needs and challenges, leading to a clearer delineation of knowledge, skills, and performance gaps (binArshad and Akhatar, 2015). Quantitative methods facilitate the validation of findings and the identification of trends through measurable data. Conversely, qualitative methods offer insights into employee attitudes, experiences, and perceptions. Various qualitative data collection techniques, such as surveys, interviews, performance observations, appraisal reports, and reviews of key performance indicators, exemplify effective means of gathering information during the TNA process (Dahiya and Jha, 2014). The implementation of diverse data collection methods yields a more accurate and comprehensive understanding of training needs, while also providing multiple sources of validation for findings, thereby reducing bias and reconciling subjective perceptions with objective evidence (Joseph, 2015).
Align TNA with organizational objectives. The TNA process becomes increasingly significant when it directly contributes to the attainment of organizational goals. By aligning TNA with organizational objectives and productivity can be strengthened, critical performance gaps can be addressed, and the long-term success of the organization can be promoted. This alignment leads to the optimal allocation of resources, ensures executive endorsement, and guarantees that the return on investment is realized (Koech, 2017). The integration of TNA with organizational objectives further promotes the achievement of both organizational and individual goals. Achieving alignment between TNA and organizational objectives can be facilitated through meetings with management to better comprehend organizational priorities, prioritizing training initiatives that support these objectives, and establishing a clear connection between training endeavors and anticipated outcomes (Manna and Sharma, 2016). 
Select the best facilitator for TNA. The kind of facilitators chosen by organization has the great importance on effectiveness of TNA. Identification of training needs, interpretation of collected information and recommendations of proposed action can be achieved through a skilled facilitator. Therefore, organizations must ensure that facilitators are equipped with necessary skills to bring impactful and professional TNA process. The skills of TNA facilitator should focus on soft skills like interviewing and technical skills such as data analysis (Sarkar, 2014) . The competency of TNA facilitators can be built via training or external consultants like a Certified Training Needs Assessor (CTNA), having support facilitators and mentors who can provide ongoing support and real time guidance of the whole process of TNA. Therefore, the effectiveness and quality of TNA process depends on how organizations invest on TNA facilitator because facilitators ensure accurate and efficient implementation of TNA (Ferreira and Abbad, 2014).
Training needs assessment should focus on specific needs. TNA should refrain from using a singular methodology, as this could bring about training programs that are less than ideal. The foundation of TNA must lie in the specific obligations of a person, department, or the entire organization (Ferreira and Abbad, 2014). The disparities in skills, knowledge, and performance can be effectively addressed if the TNA process is centered on the particular needs of individuals, departments, or the organization. The TNA process can prioritize training needs by establishing a competency framework that delineates the specific knowledge, skills, and behaviors requisite for a given position (Burke and Cocoman, 2020). TNA that is concentrated on particular needs may enhance the efficacy and pertinence of training programs, elevate employee motivation and engagement, and subsequently improve job performance as a consequence of addressing the distinct needs of employees (Nadeem and Hafeez, 2016).
Findings of TNA should be communicated effectively. The success of training programs is contingent upon the effectiveness with which information derived from TNA is communicated to relevant stakeholders. Trainers, employees, and management gain insight into the skills and performance deficiencies through the data obtained from TNA (Khan and Masrek, 2017). Effective communication serves to align the TNA with the organizational objectives and to secure endorsement from management. The outcomes of TNA can be disseminated through reports that encapsulate the findings, presentations via webinars, hosted meetings, email briefs, and workshops (Lacerenza et al., 2017).
Monitoring and evaluation of the TNA process are imperative. The ongoing enhancement and efficacy of the TNA process are determined by the rigor with which TNA is monitored and assessed. The monitoring and evaluation of TNA guarantee that the needs of both individuals and the organization are adequately met through the provision of relevant and effective training programs. It is crucial to establish metrics for success while evaluating TNA and to solicit feedback from participants regarding the relevance and impact of the training (Ludwikowska, 2018).
[bookmark: _Toc188830744][bookmark: _Toc216807253]2.3 Theory Related to Study
[bookmark: _Toc188830745][bookmark: _Toc216807254]2.3.1 Human Capital Theory
Human capital theory suggests that employee’s skills, knowledge and ability are very essential elements that represent valuable capital or assets that contribute to organization or individual productivity (Wuttaphan, 2017). Theodore Schultz and Gary Becker are the economists that developed this theory in the year 1950s-1960s viewing professional development, training and education as very important aspects in improving employee’s performance and capabilities. Additionally, proper alignment between organization and individual needs increases the returns of investment incurred during training process (Marginson, 2019). Organizations invest on employees training and development expecting the return of what they invested through the improvement on performance and productivity. Davenport (1999) advanced this theory by saying that “human capital theory is consisted of knowledge, skills, ability, behavior, effort and personal talent’’. Holden and Biddle (2017) commented that human capital theory sees an employee as a very important asset that need to be developed and integrated by multidimensional technology. The theory suggests to address individual and organization needs through targeted skills development.
Human capital theory serves as a perfect model to explain this research because it provides the way to understand how effective training can improve organization productivity and performance. Also, the theory suggests on the importance of training needs identification in developing effective training program as prerequisite of human resource development (Holden and Biddle, 2017). Local government authorities conduct TNA to ensure training program address the actual individual and organization needs that help to increase organizational and performance effectiveness (Kazi, 2020). Human capital theory recognize that expertise, institutional frameworks and adequate resources are very important requirement in conducting TNA and developing training programs, however limitations such as lack of skilled personnel to conduct TNA, lack of financial resources and poor involvement of stakeholders can hamper the effectiveness of TNA and the whole process of developing training programs. Building on human resource capital, some mechanisms can be adopted to rectify the challenges on TNA process such as; provide some training to TNA practitioners, use of technology in data collection and analysis and engagement of stakeholders on TNA process (Kazi, 2020).
Therefore, the application of human capital theory in this study provides the importance of TNA as prerequisite for improving training programs. The theory suggests the importance of identifying the training needs, the requirement of effective training programs and strategies to minimize the limitations of conducting TNA and training programs. Therefore, the theory is very relevant because its applications enhance the sustainable skills development which is very essential for efficiency and effectiveness of Tanzania local government authorities, particularly in Kigamboni municipal council.
[bookmark: _Toc188830746][bookmark: _Toc216807255]2.4 Empirical Literature Review
(Kura and Kaur, 2021) conducted a study on effect of training needs assessment on employee’s performance: a review perspective. The study employed various methods of data collections such as task analysis, knowledge and skill assessment, performance analysis, strategic needs assessment and competency-based assessment. The study revealed that training needs assessment is very important element of training program development. TNA helps to understand time allocation, the learning materials and learning methodologies that necessary for ensuring effective training program. The findings further showed that the gap between the current employees’ capability and the required capabilities can be bridged through effective training needs assessment, consequently leading to improvement of organization performance.
Anor (2017) conducted research on the contribution of training needs assessment to the effectiveness of training program and outcome in the public sector of Somalia. A case study of Civil service of federal government of Somalia. Data were collected through questionnaire methods; survey research design was used as well. 65 workers were selected through simple randomly technique of sampling from central bank of Somalia and from different ministries. The study findings revealed that TNA is very crucial element in public sectors because it helps to identify training gaps, hence preparing training programs that will address the actual needs of the workers. 
(Lubanga and Juma, 2019) conducted research on the influence of training needs assessment on performance of community health workers in Kakamega count at Kenya. The researcher employed questionnaire method of collecting data from community health workers. Descriptive survey design was adopted for the study. The findings of the study revealed that there is direct relationship between the performance of health workers and training needs assessment. This finding suggests that the performance of the workers can be improved through effective identification and addressing of training needs. The study recommended that TNA should concentrate on reducing the gap between the required skill and the existing ones concerning training activities. The purpose of conducting TNA is to ensure that the training provided to health workers addresses the individual and organizational goals.
(Kazi, 2020) conducted research on the effectiveness of employee training needs assessment in the public organizations in Tanzania: a case of Kinondoni Municipality. A case study design was used; questionnaire and interview were used as methods of data collection. The revealed that 78% of the respondents agreed that training needs assessment is very important for the improvement of workers within Kinondoni municipality. This means that the employees at Kinondoni municipality are aware of the paramount importance of TNA preparing training that addressing individual and organizational needs.
Mchele, (2015) conducted research on management of the training function in the local government authorities in Tanzania: a case of Bagamoyo district council. Case study design was used; questionnaire was used to collect information from 190 respondents. The findings of the study revealed that there are some challenges in conducting TNA in local government authorities such as absence of budget and training plan whereby the district council fail to prepare adequate budget for the training as well as lack structured training plans and programs as result ineffective training programs are developed to which they cannot address the individual and organizational challenges. Another challenge is failure to monitor and evaluate TNA; most of organization fail to monitor and to evaluate TNA process that result to poor training program that do not meet the individual and organizational needs. Lastly, failure to adhere to training policy requirement that insist to have TNA before developing a training program, instead the task of preparing training is left to head of department, leading to training that does not effectively problems of the organization.
Ocheni, Nwanko and Atakpa (2014) conducted a study on methods for identification of training needs in Nigerian Local government system. Survey design was used while interview and questionnaire were used as methods of data collections. The findings of this study showed that the people who involved in staff recruitment; promotion and training in local governments are mostly politicians who work under Local Government Service Commission. These politicians have no or little knowledge on training activities but they only care about how to share contracts and claim their contract. As a result, they lack necessary skills on training needs assessment that led to preparation of training programs that do not address individual and organization goals. 
Tembo, (2014) conducted a study on problems affecting implementation of training and development in the public service: a gender perspective. Ministry of Energy and Water Development was used as a case study; data were collected through desk top work by reading literatures and other reports while secondary data was collected through interview and questionnaire. The findings from this study showed that, there are various challenges in the implementation of training needs assessment such as negative attitude on responsible officer on TNA, inadequate conduct of training needs assessment, lack of fund and insufficient guideline concerning human resource development and raining.
(Zheng, 2014) conducted a study on training needs analysis: connotation, model and implementation. The study adopted both qualitative and quantitative approach of data analysis; case study design was used while data collection was made through interview and questionnaire. The study revealed that in order to influence training needs analysis training needs analyst should be given enough training on how to conduct TNA effectively, training needs should be a regular practice before developing a training program and also enough budget should be prepared to ensure effective implementation of training needs analysis.
Kyule (2017) conducted an assessment on the effect of in-service training on employee’s performance: a case of secretaries in Baringo County, Kenya. The study adopted descriptive survey design while questionnaire was used to collect data from 143 secretaries at the county headquarters. The study revealed that organizations should adopt modern technologies like Huma Resource Information System (HRIS) to facilitate timely information on training needs; criteria for training should be transparent and fairly selected and ensure effective TNA monitoring and evaluation in order to address the individual and organizational challenges. 
Fakih (2022) conducted a study on staff training needs assessment for development of employees at alternative learning and adult education and vocation training, Zanzibar. The study employed a case study design; qualitative and quantitative methods of data analysis were used while data was collected through questionnaire and interviews. The result of this study showed that TNA can be promoted by having a very effective strategic plan within the organization, induction concerning TNA to staffs, budget provisions and hiring TNA specialists to ensure effective designing and implementation of training needs assessment.
[bookmark: _Toc188830747][bookmark: _Toc216807256]2.5 Research Gap
Various studies (Ismail, 2017; Kazi, 2020; Lubanga &Juma, 2019, Kura & Kaur, 2021 and others) demonstrated the contribution of training needs assessment on developing the effective training program and improving employee’s performance in organizations. The studies showed several limitations such as limited focus on local government authorities; most of the studies focus on specific sector like health (Lubanga & Juma, 2019) or public sector (Ismail, 2017; Fakih, 2022). However, there is little studies focusing on local government authorities in Tanzania, specifically the usefulness of training needs assessment in addressing training gaps in municipal councils like Kigamboni and the challenges facing its implementation.   
Furthermore, aforementioned studies such as Mchele (2014) and Ocheni (2014) revealed some challenges in training needs assessment such as lack of structured training plans, political interference and lack of funds. These fundings are specific for certain countries or district and they lack empirical evidence to prove that similar challenges facing Kigamboni municipal council in implementing training needs assessment. 
Lastly, Kyule (2017) and Fakih (2022) revealed some strategies to improve training needs assessment practices such as adopting modern technologies like Human Resource Information System (HRIS), effective monitoring and evaluation, budget provision and hiring of TNA specialist to ensure effective designing and implementation of training needs assessment. However, there is inadequate focus on recommending strategic and practical solutions relevant to Local government authorities in Tanzania, particularly Kigamboni municipal council. 
Therefore, the visited studies and literatures have not paid attention on the role of Training Needs Assessment in developing effective Training Programs in Tanzanian Local Government Authorities. Thus, there is a need to conduct further research in this area with a case of Kigamboni municipal council so as to bridge the gap that has been missed by other researchers.





[bookmark: _Toc188830748][bookmark: _Toc216807257][bookmark: _Hlk186744721]2.6 Conceptual framework
Figure 2.1 Conceptual Framework
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Source: Modified from Reetesh and Chakrabartyb, (2014)
[bookmark: _Hlk206898584]Figure 2.1 presents the conceptual framework of the research that shows the relationship between the independent and dependent variable. In this research the independent variable is training needs assessment (TNA) that involves methods of training needs assessment, participation and engagement in NTA process, resources available for TNA, frequency and timing of TNA, tools and techniques for TNA and alignment with organization goals while dependent variable focuses on training content, aligns training with organizational goals, improve performance and productivity, cost effectiveness and fill training gap
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[bookmark: _Toc188830750][bookmark: _Toc216807259]RESEARCH METHODOLOGY
[bookmark: _Toc8334218][bookmark: _Toc12615117][bookmark: _Toc188830751][bookmark: _Toc216807260]3.0 Introduction
This chapter presents the research methodology used in the study. It describes the study area, research design, target population, sampling techniques, data collection methods, data analysis techniques, validity, reliability and lastly it shows ethical considerations to be adhered by the researcher. 
[bookmark: _Toc216807261]3.1 Research Philosophy
The study employed pragmatist research philosophy. The philosophy was chosen because it emphasizes practical outcomes and real-world applications (Creswell.J. 2014). In addition, the pragmatism acknowledges that both quantitative and qualitative approaches offer valuable insights and encourages the use of multiple methods to understand complex social phenomena ( Tashakkori, A.  and Teddlie 2010). In addition, pragmatism allows the integration of qualitative and quantitative data, which aligns perfectly with your mixed-method design. It allows the researcher to explore both statistical trends and contextual understanding (Kipara and Rwabishungi, 2020).   The purpose of the study was to solve a real-world related ineffective training programme in local government by investigating the role of Training Needs Assessment (TNA). The philosophy allows for flexibility and data collection which allowed the researcher to capture multifaceted nature of training programme and implementation of training needs assessment. Furthermore, The philosophy had a contextual relevance to the study since Kigamboni Municipal Council has socio-economic and administrative complexities. The philosophy allowed the researcher to adapt methods to the local context, ensuring findings were relevant and actionable.
[bookmark: _Toc8334220][bookmark: _Toc12615119][bookmark: _Toc188830753][bookmark: _Toc216807262]3.2 Research Design
The study employs a case study design because the study focuses only on Kigamboni municipal council as single unit.  Using this research design the researcher was able to gain a deep understanding of the subject at hand (Teherani et al., 2015). Case study also enabled researcher to have depth exploration on the role of Training Needs Assessment in developing effective Training Programs in Tanzanian Local Government Authorities whereby the findings from the study will be used to generalize the practice of TNA to other local government authorities in Tanzania.
[bookmark: _Toc8334221][bookmark: _Toc12615120][bookmark: _Toc188830754][bookmark: _Toc216807263]3.3 Research Approach
[bookmark: _Toc8334222][bookmark: _Toc12615121]A mixed-method approach was used by the researcher in the study. The mixed approach combines both qualitative and quantitative approaches. The researcher decided to use a qualitative approach because it allows flexibility by using verbal clarifications. Also, the researcher decided to use a quantitative approach because it allows statistical aggregation of data, comparison, and measurement of large participants’ responses (Teherani et al., 2015).
[bookmark: _Toc8334219][bookmark: _Toc12615118][bookmark: _Toc188830752][bookmark: _Toc216807264]3.4 Area of the Study
The study concentrates on Kigamboni municipal council, located at Dar es salaam, Tanzania. Kigamboni municipal council is one of the rapid growing districts within local authorities, socially and economically. This growth requires well trained and knowledgeable personnel; Training Needs Assessment (TNA) is very crucial because it identify the skill and knowledge gap that enhance the alignment of training initiatives with employee’s development needs and organizational needs. Therefore, the findings from this study provides a general picture on how Kigamboni municipal council conduct TNA and how TNA influence the effectiveness of training programs. Additionally, Kigamboni municipal council will help to understanding the implications of TNA to other local government authorities in Tanzania.
[bookmark: _Toc188830755][bookmark: _Toc216807265]3.5 Target Population
Target population of this study comprises human resource officers, head of departments (Infrastructure, rural and urban development, health, social welfare and nutrition service. industry, trade and investment, pre-primary and primary education, secondary education, community development, agriculture, livestock and fisheries, human management and administration, planning and coordination, waste management and sanitation, natural resources and environmental conservation, sport, culture and art, finance and account, legal service, internal audit, procurement management, government communication, information  and communication technology), employees, training manager and Municipal Director. By involving all these groups in the study, the researcher was able to capture different perspectives that enhance effective understanding on how TNA influences effective training programmes.
[bookmark: _Toc12615122][bookmark: _Toc188830756][bookmark: _Toc216807266]3.6 Sampling Procedures and Sample Size
In selecting the required population purposive sampling and stratified random sampling techniques was used.
[bookmark: _Toc8334223][bookmark: _Toc12615123][bookmark: _Toc188830757][bookmark: _Toc216807267]3.6.1 Purposive sampling Technique
[bookmark: _Toc8334224][bookmark: _Toc12615124]The following categories of respondents were selected by using purposive sampling technique; head of departments, training manager and municipal director. These categories of participants are selected because they have in-depth knowledge on TNA and they are in position to make strategic decisions and objectives of the organization in which its implementation requires well trained employees.
[bookmark: _Toc188830758][bookmark: _Toc216807268]3.6.2 Stratified Random Sampling
[bookmark: _Toc8334225][bookmark: _Toc12615125]The target group by using stratified random sampling comprises of general employees from different department at Kigamboni municipal council. The employees were categorized into various strata basing on available departments and randomly selection was conducted to select participants from each stratum.
[bookmark: _Toc188830759][bookmark: _Toc216807269]3.6.3 Sample Size
The study used the sample size of 341 which was selected from the total population of 2314 of all Kigamnoni municipal employees. According  to Yamane (1967) the sample size was estimated by using the formula;   Where by: n=sample size computed , N= Total target population for each region, e =The desired level of precision (margin of error), expressed as a decimal (e.g., for a 5% margin of error, e = 0.05) while the strata sample size for each department was made by using formulae .  Whereby, N= Total population size, 𝑛𝑖= The sample size for stratum, 𝑁𝑖 =Population size for each department. The following table shows the estimated sample size from Kigamboni municipal council.


 
[bookmark: _Toc216807270]Table 3.1: Kigamboni municipal council workers population and sample size estimation
	SN
	DEPARTMENT
	DEPT. POPOLATION
	DEPT.SAMPLE POPULATION

	1
	Infrastructure, Rural and Urban development	
	11
	2

	2
	Health, Social welfare and nutrition service
	644
	95

	3
	Industry, trade and investment
	8
	1

	4
	Pre-primary and primary education
	714
	103

	5
	Secondary education
	584
	86

	6
	Community development
	47
	7

	7
	Agriculture, livestock and fisheries
	44
	6

	8
	Human management and administration
	161
	24

	9
	Planning and coordination
	7
	1

	10
	Waste management and sanitation
	8
	1

	11
	Natural resources and environmental conservation
	13
	2

	12
	Sports, culture and art
	3
	2

	13
	Finance and account
	31
	5

	14
	Legal service
	10
	2

	15
	Internal audit
	7
	1

	16
	Procurement management
	13
	2

	17
	Government communication
	3
	1

	18
	Information and communication technology
	6
	1

	
	TOTAL SAMPLE SIZE
	2314
	341


[bookmark: _Toc8334226][bookmark: _Toc12615126][bookmark: _Toc188830760]
[bookmark: _Toc216807271]3.7 Sources of Data
There are two common sources of data collection methods which are primary and secondary source. The researcher used both primary source and secondary source of data.
[bookmark: _Toc8334227][bookmark: _Toc12615127][bookmark: _Toc188830761][bookmark: _Toc216807272]3.7.1 Secondary Data
Documentary review was conducted by a researcher in gathering secondary data. Literature review was done by a researcher on the subject matter. Different sources included training manual, records of conducted TNAs, internet materials, books, training reports, journals and papers was reviewed in order to have a comprehensive overview on the role of training needs assessment in developing effective training programs in Tanzanian local government authorities.
[bookmark: _Toc8334228][bookmark: _Toc12615128][bookmark: _Toc188830762][bookmark: _Toc216807273]3.7.2 Primary Data
Primary data were collected through questionnaires and administration of interviews to the targeted population.
[bookmark: _Toc8334229][bookmark: _Toc12615129][bookmark: _Toc188830763][bookmark: _Toc216807274]3.8 Data Collection Methods
[bookmark: _Toc188830764][bookmark: _Toc216807275]3.8.1 Interviews
[bookmark: _Toc8333244][bookmark: _Toc8334230][bookmark: _Toc12615130]This is the face-to-face dialogue between the researcher and respondents and a series of questions are asked verbally (Sevgi, 2024). This study adopted the use of semi-structured interviews. According to (Mojtahed and Nunes, 2014) semi-structured interviews enable a researcher to omit or add to some of the questions or areas of interest depending on the situation and the flow of the conversation. The interview method adopted to gather information from the Municipal Director and Training officer. This method allowed the researcher to ask in-depth questions and to add clarification of information collected through questionnaire; it allowed respondents to discuss issues under investigation freely and openly. It also reduced bias of the examiner (Sevgi, 2024). 
[bookmark: _Toc188830766][bookmark: _Toc216807276]3.8.2 Questionnaires
The study used questionnaires to obtain information from employees, HR officers and to head of departments. According to (Karunarathna et al., 2024) questionnaires facilitate the collection of data from a large sample by asking such a sample to respond to the questions. The questionnaires consist of open and closed questions. Open-ended questions leave a space for the respondent’s own answer. In closed questions there is a limited number of alternative responses given for each question (Coe et al., 2021). Questionnaires were distributed by a researcher and picked later on agreed dates. 
[bookmark: _Toc216807277]3.9 Data Collection Instruments
[bookmark: _Toc188830767][bookmark: _Toc216807278]3.9.1 Interview Schedules
An interview schedule is a list of structured questions that have been prepared by a researcher as a guide in collecting information about the specific study. The schedule was used by interviewer, who fills in the questions with the answers received during actual interview. The researcher used this kind of data collection instrument because it facilitates the conduct of an interview since the questions have been already prepared so it would be easier to carry out and complete the interview. Also interview schedules can increase the reliability and credibility of data gathered (Coe et al., 2021).
[bookmark: _Toc216807279]3.9.1 Self-administered (Paper-based)
A self-administered (paper-based) questionnaire is a data collection instrument where respondents are given printed questionnaires and are allowed to read and fill them out on their own, without the presence or assistance of the researcher. This instrument is particularly suitable for this study because it allows employees and supervisors at Kigamboni Municipal Council to provide information privately and at their convenience.
[bookmark: _Toc495569062][bookmark: _Toc8334232][bookmark: _Toc12615132][bookmark: _Toc188830769][bookmark: _Toc216807280]3.10 Data Management
In research, data management is the planning, organization and preservation of the evidence that underpins all research conclusions. Good data management ensures data is safely stored, findable and can be used to reproduce findings (Dzwigol, 2019). In this study data management involved data editing, data coding, data validity and data reliability.
[bookmark: _Toc8334233][bookmark: _Toc12615133][bookmark: _Toc188830770][bookmark: _Toc216807281]3.11 Data Analysis Procedure
Data collected for this study were analyzed using both quantitative and qualitative techniques in accordance with the three specific research objectives, beginning with data refinement and cleaning during and after fieldwork to ensure completeness, accuracy, and consistency. For Objective I, which examined the influence of Training Needs Assessment on the effectiveness of training programs at Kigamboni Municipal Council, quantitative data from structured questionnaires were coded and analyzed using SPSS to generate descriptive statistics such as frequencies, percentages, and the results were presented through tables. For Objective II, which explored the challenges facing the Council in executing Training Needs Assessments, qualitative data from interviews and open-ended questionnaire responses were subjected to thematic analysis, where similar responses were grouped into categories and themes representing major challenges such as financial limitations, insufficient expertise, and poor coordination, and findings were presented descriptively with supportive quotes. For Objective III, which aimed to determine techniques for improving TNA procedures, both qualitative and quantitative data were analyzed; open-ended responses were thematically reviewed to identify recommended improvement strategies, while quantitative suggestions were analyzed using SPSS to generate frequencies and percentages, and the combined results were synthesized and presented using narrative explanations and tables.
3.12 [bookmark: _Toc8334234][bookmark: _Toc12615134][bookmark: _Toc188830771][bookmark: _Toc216807282] Data Validity and Reliability 
Validity can be defined as the correctness of presumptions (Morrison, Cohen and Manion, 2017). Well organized objectives together with the list of questions were prepared to test the validity. Proper and meaningful questions that concentrate on research objectives were asked so as to minimize errors during the study.
Reliability refers to the level of degree to which research instruments gives similar outcomes (Morrison, Cohen and Manion, 2017). List of questions were prepared and used in a pilot study to test the reliability of the research instruments. The validity and reliability of the study were checked by the supervisor in relation to the objectives of the study.
[bookmark: _Toc188830772][bookmark: _Toc216807283]3.13 Ethical Consideration
Ethical concern is one of the important aspects which are shared by all researchers. Failure to ethical consideration can provide incorrect findings and can lead to bias during the research process. Research clearance, approval data collection letter was provided by Tanzania Institutes of Accountancy (TIA) to the researcher before going to the field. The letter was provided to introduce the researcher to all places where data were collected. To ensure informed consent, the researcher introduced   herself to the respondents and made them aware on the purpose of the study. Also, the researcher informed the respondents that they could decide to respond or not to respond to some of the questions. Confidentiality was observed during the study. It is not necessary for respondents to mention their names when providing information and they were assured that information provided by them is only for research purpose and will be kept confidential. Furthermore, the researcher acknowledged all the scholarly works that were used during the research process.

[bookmark: _Toc216807284]CHAPTER FOUR
[bookmark: _Toc216807285]RESEARCH FINDINGS AND DISCUSSION
[bookmark: _Toc216807286]4.0 Introduction
This chapter presents the findings of the research as well as the discussion. The results were organized in accordance with the study's objectives. The primary objective of this investigation was: to assess the role of training needs assessment in developing effective training programs in Tanzanian local government authorities, a case study of Kigamboni Municipal Council. Moreover, the study explored: How does Training Needs Assessment influence development of effectiveness of training programs at Kigamboni Municipal Council? What are the challenges facing Kigamboni Municipal Council in the execution of Training Needs Assessments? And What are the techniques for improving Training Needs Assessment procedures at Kigamboni Municipal Council?
[bookmark: _Toc216807287]4.1 Response Rate
In the context of this study, the researcher employed a sample comprising 341 respondents, among whom 20 (6%) individuals, including Heads of Departments (HoDs), the District Executive Director (DED), and the training manager, participated in interview inquiries, while the remaining 321 (94%) individuals completed questionnaires. This particular response intensity supported an exhaustive investigation into the function of training needs assessment in designing fruitful training programs for local governments in Tanzania.
[bookmark: _Toc216807288]4.2 Respondent Characteristics
To acquire a clear understanding of the demographic characteristics of the respondents, the data analysis concentrated on four critical dimensions: age distribution, educational attainment, gender, and professional experience. The measurements underwent a thorough analysis to enhance the understanding of the study participants' makeup and context. The discoveries present essential knowledge about the demographic aspects of the participants, facilitating a better insight into the sample's importance concerning the research objectives.
[bookmark: _Toc216807289]Table 4.1 Demographic’s characteristics of respondents
	Variables 
	Classes
	Freq.
	%

	Age 
	Below 20
21 to 30 years
31 to 40 years
41 to 50 years
51 years plus
	0
102
119
72
48
	0
30
35
21
14

	Education 
	Primary level 
Secondary level
Bachelor level
Masters level
PhD level
	5
0
251
85
0
	1
0
74
25
0

	Gender
	Female 
Male 
	199
142
	58
42

	Work experience
	1 to 5 years
6 to 10 years
11 to 15 years
16 and above

	27
74
126
114
	8
22
37
33


Table 4.1 illustrates how participants are spread across different demographic factors. A major part of those taking part is situated in the age sections of 31 to 40 years (35%) and 21 to 30 years (30%). The demographic of those 51 years and older has the smallest representation, accounting for 14%. The largest group among the attendees has completed a Bachelor's degree, which is 74%, and 25% have obtained a Master's degree. A minimal proportion possesses solely a primary level of education (1%). Female involvement notably outnumbers male participation (58% against 42%). The predominant group of individuals showcases work experience that varies from 11 to 15 years (37%), and those with 16 years or above consist of (33%), whereas the fewest individuals are sitting in the 1 to 5 years category (8%). United, the sample captures a broad variety concerning age, learning, gender, and work history, ensuring a well-informed perspective for research exploration.
[bookmark: _Toc216807290]4.3 Influence of TNA on Development of Effective Training Programs at Kigamboni   
[bookmark: _Toc216807291]Municipal Council
The researcher asked respondents to evaluate the influence of Training Needs Assessment on the development of effective training programs and to furnish specific examples of how Training Needs Assessment has impacted training programs at Kigamboni Municipal Council. Table 4.2 illustrates the responses provided by the respondents.
[bookmark: _Toc216807292]Table 4.2 TNA impact rating (1 = very low impact, 2= low impact, 3=moderate impact, 4=high impact and 5 = Very impactful)
	Rating 
	Freq.
	%

	1
	2
	0.6

	2
	8
	2.4

	3
	48
	15

	4
	112
	35

	5
	151
	47

	TOTAL
	321
	100


   Source: Field data, September, 2025
The findings presented in Table 4.2 illustrate that a substantial proportion of participants perceived Training Needs Assessment (TNA) as exerting a high to very high impact on the formulation of effective training programs within Kigamboni Municipal Council. Curiously, 47% of individuals polled regarded TNA's performance as 'very impactful' (5), while 35% viewed it as having a 'high impact' (4). Therefore, one can deduce that an impressive 80% (82%) of respondents were aware of the essential function that TNA serves an important role on developing effective training programs.
A lesser segment of respondents (15%) evaluated the impact as "moderate" (3), indicating that while they acknowledged the significance of TNA, they perceived its effect as not consistently realized or fully maximized. Only a negligible fraction assessed TNA’s impact as low (2.4%) or very low (0.6%), suggesting that a minority of respondents perceive TNA as having minimal contribution to the success of training programs.
Responses from participants who were interviewed revealed the following;
Response 1
"I would characterize the impact of TNA as very impactful. It has enabled a thorough investigation of areas where employees reveal weaknesses in capabilities and insight. Consequently, the training programs are now considerably more focused and effective compared to previous iterations."

Response 2
"Based on my experience, I would assess the impact as moderate to highly impactful. TNA guarantees that the training provided aligns with the organizational objectives, although occasionally constrained resources limit the extent to which we can fully implement the findings."
Response 3
"I would designate TNA as very impactful. TNA has mitigated irrelevant training and directed our focus towards essential needs. Hence, this has triggered marked declines in both time and expenditures, verifying that employees are provided with the adequate support they seek.
Response 4
"In my perspective, TNA has proven to be impactful. Personnel who participate in training developed from the needs assessment exhibit enhanced performance and productivity, thereby substantiating the value of the process."
To conclude, the findings suggested that TNA at the Kigamboni Municipal Council was essential for ensuring effective training programmes. Nevertheless, the 15% moderate rating and the modest proportion of low ratings suggested that there remained an opportunity to reinforce the systematic application of TNA to ensure that all training interventions were firmly grounded in empirical evidence and customized to meet the needs of staff.
[bookmark: _Toc216807293]Table 4.3:  TNA influence on training programs at Kigamboni Municipal Council
	Influence 
	Freq.
	%

	Identifies Skill Gaps
	66
	21

	[bookmark: _Hlk206898342]Aligns Training with Organizational Goals
	92
	29

	Promotes Cost-effectiveness
	17
	5

	Enhances Relevance of Training Content
	35
	11

	Strengthens Performance and Productivity
	111
	34

	TOTAL
	321
	100


Source: Field Data, September, 2025
The results delineated in Table 4.3 indicate that Training Needs Assessment (TNA) had significantly influenced the training programs at Kigamboni Municipal Council in various notable manners. A considerable portion of the respondents (34%) expressed that TNA fundamentally aids in the advancement of performance and productivity. One of the interviewees further elaborated that;
By addressing genuine skill deficiencies through precisely targeted training resulting from Training Needs Analysis (TNA), employees are more effectively prepared to execute their responsibilities with proficiency, subsequently improving service delivery and enhancing organizational efficacy.
This denotes that when education is shaped by actual needs, personnel develop useful skills that substantially raise their efficiency at work. Heightened productivity contributes to personal team members and simultaneously increases the overall effectiveness of service delivery at the municipal level.
The second most frequently referenced influence was that TNA matches training with organizational objectives (29%). Another respondent during an interview remarked that;
This underscores that the training initiatives of the municipal council are strategically oriented towards fulfilling broader institutional aims, such as enhanced governance, accountability, and citizen service. If training schemes are in harmony with the council's strategic aims, they are more appropriate to drive enduring organizational success.
The findings indicate that TNA is of considerable importance because training programs are not executed in isolation but are crafted to strengthen the overarching objectives of the council. By matching staff training activities with strategic aims, the local council assures that workforce growth is aligned with the institution's priorities, including enhancing services, following policies, and engaging with the community.
A considerable share of those involved (21%) expressed that TNA is vital in recognizing gaps in skills. Through an interview, one of the participants remarked that;
This is vital as it guarantees that training interventions are founded on empirical evidence rather than conjecture, thus targeting the specific areas where employees require enhancement. To illustrate, TNA has contributed to uncovering shortcomings in ICT expertise, budget management, and service to customers, which have been effectively remedied via adapted training programmes.
This illustrates that through systematic evaluation, the council can delineate precise domains where employees lack competencies. This ensures that training interventions are focused and rectify actual shortcomings rather than being generic. Utilizing such a dedicated tactic raises the odds of impactful training and employee’s motivation.
Another critical element emphasized by 11% of respondents is that TNA augments the relevance of training content. One of the participants from an interview articulated that;
This indicates that training programs are formulated to be pragmatic and directly applicable to employees’ daily responsibilities. Relevant training enhances employee involvement and also supports the application of knowledge in the workplace.
Surveyed individuals noted that training schemes formed through TNA align more effectively with employee roles and obligations, enhancing the practicality and utility of the learning experience in professional settings. Content relevance diminishes redundancy and ensures that employees can promptly implement the knowledge and skills acquired.
Finally, a smaller proportion (5%) observed that TNA fosters cost-effectiveness. One of the respondents during an interview described that;
Although less emphasized, this remains significant, as it indicates that TNA aids in avoiding unnecessary expenditures on irrelevant or redundant training, thereby ensuring optimal utilization of limited municipal resources.
While this dimension was not perceived as the predominant factor, it represents a considerable consideration, as the congruence of training with actual requirements alleviates the misallocation of resources towards redundant or poorly constructed programs. This holds particular importance in a resource-constrained entity such as Kigamboni.
In conclusion, these outcomes reveal that Training Needs Assessment (TNA) plays a multifaceted role in the design of effective training strategies at Kigamboni Municipal Council. It improves the performance, aligns training with organization goals, promotes cost effectiveness, enhances the relevance of training content, and strengthens performance and productivity.
These results align with the assertions made by Kura and Kaur ( 2021) which indicated that TNA is essential in identifying skill gaps by clarifying discrepancies between current and desired performance, while simultaneously promoting cost efficiency by ensuring that resources are exclusively directed towards necessary training, thereby substantially enhancing performance and productivity through improved employee output. In a similar context, Anor (2017) in his research emphasized that TNA aligns training with organizational ambitions by systematically collecting data on institutional needs, while also ensuring cost efficiency through feasibility evaluations that assess the justification for investing time and financial resources in training. Also, Anor noted that clearly defining genuine needs versus employee whims is crucial for pinpointing actual skill shortages and refining the relevance of training resources, ultimately resulting in more precise and useful programs. Collectively, these results substantiate that Training Needs Assessment (TNA) not only identifies gaps in employee competencies but also ascertains that training initiatives are aligned with organizational goals, financially viable, relevant, and effective in boosting employee performance and productivity.
[bookmark: _Toc216807294]4.4 The challenges confronting Kigamboni Municipal Council in the implementation of TNA
The researcher sought feedback from the respondents regarding the challenges faced by Kigamboni Municipal Council in the implementation of TNA. Table 4.4 illustrates the responses from the participants;
[bookmark: _Toc216807295]Table 4.4 Challenges facing Kigamboni municipal council in the execution of TNA
	Response 
	Freq.
	%

	[bookmark: _Hlk206982676]Limited stakeholder’s engagement
	121
	38

	Resource constraints
	83
	26

	[bookmark: _Hlk206982760]Inadequate methodology for assessment
	27
	8

	[bookmark: _Hlk206982798]Limited time
	52
	16

	[bookmark: _Hlk206982820]Resistance from employees
	38
	12

	TOTAL
	321
	100


   Source: Field data, September, 2025
The results depicted in Table 4.4 illustrate that Kigamboni Municipal Council faces several challenges in executing Training Needs Assessment (TNA), each with varying levels of significance.
Limited stakeholder engagement (38%) emerged as the most frequently cited challenge, indicating that the TNA process often neglects critical components such as employees, departmental leaders, and community representatives. One participant articulated during an interview that;
In numerous instances, the Training Needs Assessment is conducted by a small team within the council, resulting in the exclusion of comprehensive stakeholder involvement. the observation shows that, junior employees, specific team leaders and representative of community voice are not involved in the process. This lack of inclusiveness undermines the accuracy of the findings as not all viewpoints are taken into account.
The findings shows that various vital players, such as team leaders and workers do not take part in preparing TNA. This situation can lead to training that do not align with organization goals.  organization. A proper engagement of stakeholders is paramount for validating that the evaluation sincerely reflects the true needs and receives institutional support.
Resource constraints (26%) further constituted a significant barrier. During an interview one of the respondents articulated that; 
Our council functions within rigorous fiscal limitations, and unfortunately, the emphasis on training is not consistently reflected in financial allocation. lack of resources becomes a problem in effective implementation of TNA.  At times, we run into a shortage of financial resources needed for effective data collection tools, advisory expertise, and logistical help, consequently narrowing the quality and extent of the evaluation.
The finding reveals that human, technological and financial resource are the major challenges facing Kigamboni municipal in effective execution of TNA.  Budget limitations affect the capacity to pursue extensive deliberations, consult experts, or leverage sophisticated assessment technologies, which could lead to superficial or incomplete reviews.
The results further suggest that an inadequate assessment methodology (8%) impairs the situation. One participant during an interview articulated that;
The methodology employed in the evaluation of training needs frequently lacks effectiveness. Most of the time we use questionnaire method that does not effectively provide the needs for training. 
This result clarifies that the dependence on antiquated or poorly devised data collection tools limits the council's capability to precisely recognize skill shortages. This may result in quick analyses that do not sufficiently represent the intricate training requirements of diverse departments. 
Limited time resources (16%) were also identified as a significant obstacle. During the interview, one respondent noted that;
Another concern pertains to time constraints. The greater part of us finds ourselves already involved in standard service delivery; hence, when the TNA project is initiated, there is a shortage of time reserved for its detailed execution. The procedure eventually gets faster, leading to vital aspects being neglected. Such a situation lowers the overall quality of the assessment.
Respondents indicated that the time allotted for the execution of TNA activities is frequently insufficient. This limitation may be ascribed to competing priorities within the council or inadequate planning, which negatively influences the depth of analysis and the quality of the resultant findings.
Finally, resistance from employees (12%) signifies the cultural and attitudinal barriers existing within the council. One interviewee remarked that;
Another challenge is the reluctance exhibited by certain employees. They often perceive TNA as a mechanism for exposing their inadequacies or as an imposition of additional responsibilities. Accordingly, they are unwilling to present truthful assessments or to engage entirely in the TNA process. Such a perspective undermines the precision of the data gathered and hinders the creation of impactful training initiatives.
This insight points out that some workers might consider TNA as unnecessary, dread it could lay bare their deficiencies, or believe it adds to their existing tasks. This resistance hinders teamwork while gathering data and diminishes the precision of evaluation results.
In brief, the analysis shows that while the Kigamboni Municipal Council understands the necessity of TNA, its implementation is complicated by low stakeholder involvement, resource challenges, insufficient assessment practices, time deficits, and employee reluctance.
The results of the investigation are congruent with the observations made by Mchele (2015) who noted that the implementation of Training Needs Assessment (TNA) within Tanzanian local government authorities frequently faces challenges due to insufficient stakeholder engagement, constrained financial resources, and inadequate time allocation, which culminate in disorganized and reactive evaluation practices. Correspondingly, Fakih (2022) underscored that resource limitations, particularly the deficiency of adequate funding and sponsorship avenues, persistently compromise the efficacy of TNA in the adult education sector of Zanzibar, complicating the alignment of training requirements with the available institutional assets. In a similar vein, Muma, Iravo and Omondi (2014) conveyed that in public universities in Kenya, TNA was not executed effectively due to methodological deficiencies, inadequate stakeholder involvement, and resource limitations, which ultimately diminished the impact of training initiatives. Collectively, these scholarly inquiries validate that insufficient engagement, resource scarcity, methodological frailties, poor time management, and employee resistance constitute the predominant barriers to the effective execution of TNA.
[bookmark: _Toc216807296]4.5 The techniques for improving TNA procedures at Kigamboni Municipal Council
The researcher solicited the respondents to enumerate the methodologies for enhancing the TNA procedure at the Kigamboni Municipal Council. Table 4.5 delineates the responses from the participants;
[bookmark: _Toc216807297]Table 4.5 The techniques for improving TNA procedures at Kigamboni Municipal Council
	Response
	Freq.
	%

	Enhance stakeholders’ engagement
	125
	39

	Optimize resource use
	79
	25

	Strengthening methodology
	26
	8

	Manage time effectively
	58
	18

	Address employee resistance
	33
	10

	TOTAL
	321
	100


Field data, September, 2025
The results articulated in Table 4.5 reveal that respondents have identified a variety of methodologies for enhancing the Training Needs Assessment (TNA) procedure at Kigamboni Municipal Council. A prominent fraction of respondents (39%) pointed out the immediate demand for advancing stakeholder participation. One participant remarked that;
One of the principal approaches to refine our TNA procedure is to incorporate a greater number of stakeholders into the process. By incorporating employees, managers, and community stakeholders early on, we will obtain data that is relevant and precise. This mechanism encourages a sense of attachment and opposes the belief that TNA is merely a management duty.
This observation indicates that the engagement of all personnel, from employees to management, is key for the creation of precise details concerning training needs. The board has determined that the low engagement of stakeholders results in a notable challenge, and enhancing involvement could encourage ownership, foster trust, and improve the TNA process's credibility.
The next most commonly discussed approach involved improving the efficiency of resource use, at 25%. During an interview, one respondent articulated that;
We frequently encounter financial and human resource constraints; therefore, to enhance TNA, we must utilize resources more judiciously. As an alternative to conducting large and pricey workshops, we could turn to online polls, historical performance data, and specialized departmental evaluations to save time and financial expenditure.
Respondents acknowledged that financial and human resource limitations often obstruct the effectiveness of TNA. To alleviate this predicament, the council has the option to embrace financially sensible solutions, such as get the most out of on pre-existing performance documentation, employing digital questionnaires, and undertaking evaluations step by step. By enhancing the efficiency of resource utilization, the TNA process can be achieved sustainably while keeping the municipal budget intact.
A significant number of individuals surveyed (18%) pointed out the necessity for skillful time management. One participant articulated that;
Time presents a persistent obstacle in executing TNA, suggesting that its integration into regular performance appraisals could mitigate the perception of it as an additional task. furthermore, improving the use of online tools such as online questionnaires may improve the TNA findings and its validity.
This indicates that time constraints in assessments diminish both the depth and correctness of the process. The integration of strategic assessment methods, incorporating TNA within performance evaluations, and leveraging digital technologies could improve procedural efficiency and guarantee rapid execution.
An extra segment of survey participants (10%) pointed out the urgency of solving employee opposition. One participant noted that;
Certain employees perceive TNA as a mechanism for highlighting their deficiencies, resulting in reluctance to engage. in solving this problem, it is important to show the importance of TNA specifically in improving performance and career development. Encouraging transparency and maintaining open communication may reduce such opposition.
Anxiety over revealing shortcomings or vagueness surrounding its benefits often drives resistance to TNA. Feedback from participants showcased the urgent call for improved communication, heightened openness, and proactive engagement from employees to counter uncertainty and increase participation in the process.
Lastly, a minor fraction (8%) indicated the strengthening of methodology as a potential improvement strategy. One respondent commented that;
An essential step involves refining the methodologies employed, as the current process lacks sufficient systematic accuracy. By blending different methodologies like skills mapping, performance data evaluation, and comparative assessments with other councils, the robustness of TNA outcomes can be notably enhanced.
While this domain may not receive significant priority, it is imperative for the TNA process to incorporate both qualitative and quantitative approaches, comply with standardized frameworks, and closely correspond with job specifications. This insight reveals that enhancements in approach, though perhaps underestimated by employees, are important for yielding consistent results.
In summary, the findings reveal that, despite the considerable challenges regarding resources and time, the efficacy of TNA at Kigamboni Municipal Council is predominantly contingent upon the level of stakeholder engagement and employee collaboration. Addressing these dimensions will strengthen the reliability of TNA outcomes and subsequently enhance the formulation of training initiatives.
The findings from this study reflect other studies that were conducted by other scholars concerning TNA. Khan and Masrek (2017) underscored the significance of stakeholder engagement, indicating that involving various personnel in the assessment enhances accuracy and mitigates employee skepticism. In the same manner, Ocheni, Nwanko and Atakpa (2014) showed that incorporating participatory techniques boosts employee contribution, nurturing engagement and guaranteeing quick realization of TNA actions. Conversely, Fakih (2022)Fakih emphasized the necessity of optimizing resource utilization by aligning training needs with institutional budgets and pursuing sponsorships to enhance efficiency. Likewise, Kyule (2017) stressed the importance of refining methodology through systematic data collection tools to enhance the reliability of TNA outcomes and improve time management during the assessment process.




















[bookmark: _Toc216807298]CHAPTER FIVE
[bookmark: _Toc216807299]SUMMARY, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc216807300]5.0 Introduction
This chapter delineates the summary, conclusions, recommendations, and critical analysis of the research conducted. It integrates the principal findings acquired in relation to the study's objectives, offers interpretations that correlate the results with extant literature, and delivers actionable recommendations oriented towards practical applications and policy formulation. In the same manner, this chapter presents a thoughtful evaluation of the research process, emphasizing the successes attained, the limitations of the study, and areas for further studies.
The inquiry assessed the crucial importance of Training Needs Assessment (TNA) in shaping productive training strategies in Tanzanian Local Government Authorities, highlighting the Kigamboni Municipal Council as a significant case for review. In essence, it looked closely at the effects of Training Needs Assessment (TNA) on the success of training programs, the hurdles faced by the local council when applying TNAs, and the techniques that might bolster TNA execution.
The chapter is structured into four principal components. Initially, it summarizes the key findings of the research. Accordingly, it presents conclusions that originate directly from the research results and underscores the significance of the study in the context of the recognized knowledge framework. Moreover, it identifies some practical recommendations that intend to reduce challenges, guide education efforts and guide government decisions.  At last, it conducts an all-encompassing analysis of the study by reflecting the research success, process, limitations and the lessons learnt. 
[bookmark: _Toc216807301]5.1 Summary of the Findings
The results of this investigation established that Training Needs Assessment (TNA) occupies a central role in the formulation of effective training programs at the Kigamboni Municipal Council. A notable majority of contributors judged the impact of TNA as high to very high, which stresses its significance in making certain that training endeavors are rooted in empirical findings and agreed to true performance challenges. TNA was found to be instrumental in aiding the council in pinpointing specific skill deficiencies, including inadequacies in information and communication technology, customer service, and financial management, thus enabling targeted interventions rather than broad training methodologies. Moreover, evidence suggests that TNA plays a significant role in connecting training programs with the strategic objectives of the council, thus making certain that employee development facilitates wider institutional goals like governance enhancement, accountability, and service provision. Respondents further articulated that TNA augments the relevance of training content, thereby rendering it more applicable and directly pertinent to the routine responsibilities undertaken by employees. An additional advantage noted was the promotion of cost-effectiveness, as TNA allows the council to avoid unnecessary expenditures by directing limited financial and human resources towards high-priority training needs. Cumulatively, these insights validate the belief that TNA operates as a tactical asset for advancing effectiveness, pertinence, and productivity in initiatives for training within local government.
The analysis has pointed out that rolling out Training Needs Assessment (TNA) in the town council runs into numerous impediments that compromise its utility. An important barrier highlighted was the inadequate engagement of stakeholders, with crucial actors like employees, department managers, and community representatives regularly being pushed to the sidelines in the evaluation process. Failing to integrate different perspectives dilutes the clarity and richness of evaluations, thus entangling the process of identifying all training parameters. Another significant impediment was the constraints on resources, with the council functioning under stringent budgetary limitations that often de-emphasize training and professional advancement. The study demonstrated that inadequate funding curtails the scope for extensive data gathering, seeking assistance from external professionals, or leveraging high-tech tools and systems. Methodological shortcomings also surfaced, as the council frequently depended on antiquated or rudimentary assessment instruments that inadequately addressed complex and evolving training demands. Additionally, the continuous pressure of time commonly resulted in workers executing TNAs quickly, jeopardizing the comprehensiveness and standard of the evaluation technique. Resistance from personnel, who occasionally regarded TNA as a mechanism for highlighting deficiencies or imposing additional workloads, further obstructed the process by curtailing candid participation. These shared obstacles reveal why numerous training strategies tend to be too general, unpredictable, and out of sync with the genuine demands of employees and the company.
In response to these challenges, the study delineated a variety of techniques and strategies aimed at enhancing TNA practices at Kigamboni Municipal Council. Elevating stakeholder engagement was emphasized as the most pivotal factor, with participants advocating for increased involvement of employees, supervisors, and community representatives to enhance ownership, mitigate resistance, and ensure that training programs are more pertinent and broadly endorsed. Optimizing resource utilization was also suggested, particularly through the adoption of cost-effective methodologies such as online surveys, utilization of existing performance records, and departmental performance evaluations rather than solely depending on resource-intensive workshops. A major suggestion revolved around refining methodological techniques, pressing for the combination of both qualitative and quantitative analyses to enrich the understanding of training expectations. More effective time management through the integration of TNA into the council’s annual planning framework was also underscored as a means to circumvent hurried evaluations. In summary, guiding employee insights through awareness approaches, transparent talks, and inclusive decisions was identified as a crucial cultural adjustment to strengthen cooperation and trust. Collectively, these findings indicate that the enhancement of TNA necessitates both structural interventions such as adequate resources, time, and methodological rigor and cultural reforms that promote ownership, participation, and positive dispositions among stakeholders.
[bookmark: _Toc216807302]5.2 Conclusion
The study concludes that Training Needs Assessment (TNA) is a vital instrument for the formulation of effective training programs within Tanzanian local government authorities, particularly in rapidly developing municipalities such as Kigamboni. The results illustrated that TNA not only assists in the identification of skill deficiencies and the alignment of training with organizational objectives but also augments the pertinence of training content, boosts employee performance and productivity, and guarantees the economical utilization of constrained resources. Nonetheless, the research also unveiled that the execution of TNA is impeded by various challenges, such as limited stakeholder engagement, insufficient resources, suboptimal methodologies, time constraints, and resistance from employees, all of which diminish the quality and efficacy of training programs. By documenting these impediments and proposing strategies such as enhancing stakeholder involvement, optimizing resource allocation, fortifying methodologies, implementing effective time management, and mitigating employee resistance, this study contributes to both theoretical and practical domains by expanding knowledge on the contextual realities of TNA within local government authorities. It underscores that institutionalization and endorsement of TNA processes are imperative not solely for employee development but also for the enhancement of public service delivery and the promotion of sustainable organizational advancement.
[bookmark: _Toc216807303]5.3 Recommendations
The study recommends that Kigamboni Municipal Council strengthen the effectiveness of its training programs by ensuring that Training Needs Assessments (TNA) are conducted regularly and systematically. All training initiatives should be directly linked to clearly identified skill gaps, and employee performance should be monitored before and after training to evaluate results. Additionally, the Council should enhance employee and supervisor involvement in the TNA process and integrate findings into strategic human resource planning to ensure training is relevant, targeted, and impactful.
The Council should also address the key challenges hindering the execution of TNAs. This includes increasing the budget allocated to training activities, improving coordination between the HR department and other units, and offering capacity-building programs for HR officers and department heads on modern TNA techniques. Developing standardized TNA tools, adopting digital systems for collecting and managing training data, and strengthening management commitment will further reduce obstacles and improve consistency in conducting TNAs.
To improve TNA procedures, the study recommends that the Council adopt modern and diverse methods such as surveys, interviews, performance appraisals, and job analysis to gather comprehensive information. Continuous assessment of training needs should be institutionalized, and benchmarking with other performing local government authorities should be encouraged to learn best practices. Establishing a centralized TNA database and seeking expert support when necessary, will also enhance accuracy and efficiency, ensuring that the Council’s training plans are well-informed and effective.
[bookmark: _Toc216807304]5.4 Critical Evaluation of the Study
The execution of this study yielded significant insights into the function of Training Needs Assessment (TNA) in the formulation of effective training programs, while concurrently revealing a multitude of challenges. The research's significant benefit was rooted in its application of a mixed- approach that unified questionnaires and interviews. This chosen strategy enabled us to scrutinize numerous quantitative variables while also connecting with elaborate qualitative viewpoints, thus securing an all-encompassing representation of thoughts from workers, department supervisors, and executive teams. The response quality was incredibly promising, and the participants' enthusiasm to discuss their thoughts increased the qualitative complexity of the dataset. Additionally, the examination accomplished its targets by explicitly pinpointing the impacts of TNA, the difficulties faced in its execution, and the techniques for augmenting its application.
Notwithstanding these strengths, the study was confronted with several limitations. The limitations imposed by available resources and time restricted a deeper involvement with participants, necessitating the shortening of some interviews. Fiscal restrictions further constrained the capacity to use more advanced tools, like digital survey platforms or Human Resource Information Systems (HRIS), which could have improved data precision and analytical integrity. Moreover, a range of persons indicated doubt when it pertained to disclosing open and simple answers, possibly resulting from anxieties over receiving judgment or unveiling deficiencies in their units, which could have inadvertently affected the interpretations.
A critical limitation of the research was its focus solely on the Kigamboni municipal council, thereby limiting how the findings can be generalized to other local authorities within Tanzania. While the case study methodology permitted a thorough exploration, the contextual disparities among councils imply that the results may not be uniformly applicable elsewhere. Nonetheless, the study significantly advances the discourse by elucidating the practical realities and contextual challenges associated with the implementation of TNA within local government. In addition, it creates opportunities for the following inquiries and supplies lawmakers and experts with data-driven proposals intended to boost training efforts and service.
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