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ABSTRACT

This study examined the effect of Continuous Learning Programs (CLPs) on management performance in Tanzania, focusing on Mbeya City Council as a case study. Many public institutions continue to face challenges such as poor decision-making, low efficiency, and weak problem-solving capacity. The study aimed to determine how CLPs influence managerial decision-making, problem-solving abilities, and overall management efficiency. A mixed research approach was adopted, combining questionnaires and interviews. Data were collected from 63 administrative staff in secondary schools under Mbeya City Council using simple random and purposive sampling. Quantitative data were analyzed using SPSS, while qualitative data were analyzed thematically. The regression results showed a statistically significant positive relationship (p < 0.05) between continuous learning programs and management performance. Respondents indicated improved decision-making, stronger problem-solving ability, and higher efficiency following participation in learning programs. The study concludes that continuous learning programs play a significant role in improving management performance in public institutions. It recommends that government organizations continue to invest in CLPs, form peer learning groups, and adopt digital learning tools to enhance capacity building and service delivery across Tanzania.
Keywords: Theoretical Literature Review, Goal Setting Theory, Goal Setting Theory and Synthesis of the Theories
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CHAPTER ONE

INTRODUCTION

1.1
Chapter Overview

This chapter introduces the study on the Effect of Continuous Learning Programs on Management Performance in Tanzania Organizations, using Mbeya City Council as a case study. It provides an overview of the background of the study, statement of the problem, research objectives and questions, and the significance and scope of the study. The chapter sets the foundation for understanding how continuous learning contributes to managerial effectiveness within public institutions in Tanzania. It also outlines the organization of the dissertation to guide the reader through the structure of the research.
1.2 
Background to the Study

The modern workplace is characterized by rapid technological advancement, increased globalization, and the continuous evolution of management practices. To remain competitive and effective, organizations both public and private must ensure that their managers continually upgrade their knowledge and skills. Continuous Learning Programs (CLPs) have therefore become an essential strategic tool for improving management performance and enhancing organizational efficiency.
Globally, continuous learning is viewed as a driver of innovation and adaptability. According to Deloitte (2019), organizations that invest in continuous learning are 92% more likely to develop new products and 52% more productive than those that do not. In developed economies such as the United States, the United Kingdom, and Japan, continuous learning has become integral to leadership development, fostering agile and responsive management teams capable of addressing complex operational challenges. These programs not only improve technical and administrative capabilities but also strengthen soft skills such as decision-making, collaboration, and problem-solving all of which are crucial for effective management performance.
In the African context, and particularly in Tanzania, public institutions are increasingly adopting continuous learning strategies as part of public service reforms aimed at improving service delivery and accountability. The Government of Tanzania, through the President’s Office Regional Administration and Local Government (PO-RALG), has emphasized capacity building as a cornerstone of effective local governance. Initiatives such as workshops, short courses, e-learning modules, and mentoring programs have been introduced across local government authorities, including Mbeya City Council. These programs aim to enhance managerial competence, ensure efficient use of public resources, and promote data-driven decision-making.
Mbeya City Council, located in the Southern Highlands of Tanzania, is one of the country’s rapidly growing urban centers. It faces increasing demands for infrastructure, education, and social services, which require efficient and capable management. To address these challenges, the Council has invested in various training programs targeting managers and administrators in departments such as education, health, and finance. However, despite the government’s significant investment in training and development, the actual impact of continuous learning on management performance in local authorities remains unclear. Many managers still struggle with delayed decision-making, poor resource utilization, and weak problem-solving capacity, which suggests a potential gap between training efforts and performance outcomes.
At the core of management performance lie three critical constructs: decision-making, problem-solving, and management efficiency. Decision-making involves selecting the best course of action among alternatives to achieve organizational goals. Problem-solving entails identifying challenges, analyzing their causes, and implementing effective solutions. Management efficiency, on the other hand, refers to the optimal use of resources human, financial, and material to achieve organizational objectives. Continuous learning programs are expected to enhance these constructs by providing managers with updated knowledge, tools, and analytical skills necessary to respond effectively to the dynamic work environment.
Previous empirical studies have established positive links between continuous learning and organizational performance (Noe et al., 2017; Bloom & Reenen, 2018). However, most of these studies have focused on private sector organizations or developed countries, with limited research within the Tanzanian public sector. The contextual and institutional differences between the private and public sectors—such as bureaucratic structures, limited resources, and varying motivation systems—make it difficult to generalize existing findings. 
This creates a research gap that this study seeks to address by investigating how continuous learning programs affect management performance in a Tanzanian local government setting, specifically Mbeya City Council. By focusing on this case, the study aims to contribute to both theoretical and practical understanding of how continuous learning influences management behavior and outcomes in public institutions. It provides insights that can inform the design, implementation, and evaluation of learning programs across other local government authorities in Tanzania and beyond.
1.3 
Statement of the Problem

Continuous Learning Programs (CLPs) have been widely promoted as essential mechanisms for improving managerial performance and institutional effectiveness. They are expected to build competencies that enhance decision-making, problem-solving, and efficiency among managers. Despite these expectations, evidence from many Tanzanian public organizations reveals persistent challenges in achieving desired management outcomes.
The President’s Office (URT, 2021) and several performance audits have reported recurring weaknesses in local government management practices. Issues such as delayed decision-making, poor supervision, weak accountability systems, and underutilization of training outcomes continue to affect service delivery. This suggests a gap between learning interventions and their practical impact on management performance. Additionally, there is limited empirical research evaluating whether continuous learning programs genuinely translate into improved managerial competence and organizational efficiency at the local government level.
Scholarly debates also remain divided. While some researchers argue that continuous learning positively correlates with performance improvement (Armstrong, 2014; Robbins & Coulter, 2018), others contend that training initiatives often fail due to lack of follow-up, poor alignment with job needs, or inadequate organizational support (Sadun, 2019). These conflicting views highlight the need for context-specific research to determine the actual effectiveness of CLPs within Tanzania’s public sector.
This study, therefore, seeks to fill this knowledge gap by examining the effect of continuous learning programs on management performance at Mbeya City Council. Specifically, it investigates how continuous learning influences managers’ decision-making processes, problem-solving abilities, and efficiency in executing their responsibilities. 
The study was motivated by the observed mismatch between the government’s investment in training and the persistently low levels of managerial performance in local authorities. Its findings are expected to provide practical and evidence-based recommendations to strengthen continuous learning systems and improve management performance in public organizations across Tanzania.
1.4 
Research Objectives

Based on the problem identified, this study was guided by one general objective and three specific objectives designed to address the core research question regarding how continuous learning affects management performance in Tanzania’s public sector.
1.4.1 
General Objective

The general objective of this study was to find out how continuous learning programs affect management performance among managers at Mbeya City Council.

1.4.2 
Specific Objectives

The specific objectives of the study were:

(i) To determine the effect of decision-making processes on management performance among managers at Mbeya City Council.

(ii) To examine the effect of problem-solving abilities on management performance among managers at Mbeya City Council in the same period.

(iii) To evaluate the effect of management efficiency on management performance among managers at Mbeya City Council.

1.5 
Research Questions

This study was guided by the following research questions:

(i) What is the effect of decision-making processes on management performance among managers at Mbeya City Council?

(ii) How do problem-solving abilities affect management performance among managers at Mbeya City Council?

(iii) How does management efficiency influence management performance among managers at Mbeya City Council?

1.6 
Significance of the Study

1.6.1 
Academic Significance

Scientifically, this study was advancing the empirical understanding of the relationship between continuous learning and management performance in the public sector. It was employing the rigorous research methodologies to analyze the data and draw meaningful conclusions, contributing to the academic discourse on organizational behavior and human resource development. 

1.6.2 
Theoretical Significance

This study was contributed to the theoretical framework surrounding continuous learning and management performance, particularly within public sector organizations. By exploring the effects of continuous learning programs on various aspects of management performance, such as decision-making, problem-solving, and management efficiency, this research was enriched existing theories on organizational learning and performance management. 

1.6.3 
Industry Significance

For managers and policymakers within Mbeya City Council, this study offers valuable guidance on how to leverage continuous learning programs to enhance managerial capabilities. By understanding the specific impacts of these programs on decision-making, problem-solving, and efficiency, managers can tailor their training and development strategies to address critical performance areas. 

1.6.4 
Society Significance

From a practical perspective, the findings of this study were instrumental for Mbeya City Council and similar public sector organizations. The insights gained from this research was help in identifying the strengths and weaknesses of current continuous learning initiatives, guiding the development of more effective training programs. 

1.7 
Scope of the Study

The study was focus on the Mbeya City Council, investigating the effects of continuous learning programs on management performance. Mbeya City Council is selected as the case study because it represents a rapidly urbanizing area in Tanzania, facing unique challenges related to public service delivery, infrastructure development, and resource management. 

1.8 
Scope of the Study

The scope of this study encompasses the examination of continuous learning programs and their effects on management performance within Mbeya City Council. Geographically, the research is confined to Mbeya City Council in Tanzania, providing a detailed analysis within this specific local government authority. Thematically, it explores the effects of continuous learning on management performance, specifically focusing on decision-making processes, problem-solving abilities, and management efficiency. 

Mbeya City Council unique combination of rapid urbanization, growing infrastructure needs, and strategic economic importance makes it an ideal case for studying how continuous learning programs can improve management performance in local government authorities. This study was geographically focus on Mbeya City Council, providing an in-depth examination of the effects of continuous learning programs on management performance, particularly in the areas of decision-making processes, problem-solving abilities, and management efficiency within this local context. The findings from Mbeya City Council will offer insights that could be applied to other rapidly growing cities in Tanzania facing similar challenges.

1.9 
Organization of the Study Report 

This dissertation is organized into five main chapters, each focusing on a different aspect of the study. Chapter One introduces the topic and provides the background, statement of the problem, objectives, research questions, and significance of the study. It also defines the scope of the research and outlines the report structure. Chapter Two reviews existing literature related to the topic. It includes theoretical and empirical studies, key definitions of terms, and identification of research gaps. Chapter Three presents the methodology used in the study. It describes the research design, population, sample size, data collection methods, and analysis procedures.

Chapter Four presents the findings of the study. It includes data analysis and interpretation using both descriptive and inferential statistics. The results are organized according to the research objectives and questions, and qualitative findings are also integrated. Chapter Five concludes the report by summarizing key findings, drawing conclusions, and making recommendations for practice and future research. The chapter also reflects on the contributions of the study to both knowledge and management practice in public institutions. This organization ensures the study is presented in a logical and structured manner.

CHAPTER TWO

LITERATURE REVIEW

2.1 
Chapter Overview

This section covers definitions of key terms, theoretical as well as empirical literature that guiding this study. It also provides a clear research gap and conceptual framework guiding this study. In the end, a brief chapter summary was being provided.

2.2 
Definition of Key Terms

2.2.1 
Continuous Learning Programs 

Continuous learning programs refer to structured and ongoing efforts by organizations to support the development of employees’ knowledge, skills, and competencies. According to Armstrong (2014), continuous learning involves activities that allow individuals to improve their professional skills through formal training, workshops, mentorship, or informal learning experiences within the workplace. He emphasized that continuous learning is not limited to classroom-based training but also includes peer discussions, coaching, and online platforms that help workers keep up with changes in their job roles.

Another scholar, Noe (2010), defined continuous learning as a process by which employees constantly improve and apply new knowledge to perform effectively and adapt to changes in their work environment. He explained that in modern organizations, learning is no longer a one-time event but an ongoing requirement, especially in dynamic sectors such as education and public administration. According to Noe, organizations that encourage continuous learning are more likely to improve innovation, productivity, and staff retention.

This study adopts the definition provided by Noe (2010), which views continuous learning as a long-term and proactive process of acquiring new knowledge and skills at the workplace. The reason for choosing this definition is because it emphasizes the idea of learning as a continuous journey that supports adaptability and performance improvement. This fits well with the aim of this research, which seeks to understand how such learning programs contribute to better decision-making, problem-solving, and efficiency among managers at Mbeya City Council. 
In the Tanzanian public sector context, continuous learning is especially important due to ongoing reforms and the increasing demand for transparency, efficiency, and service delivery. Therefore, by focusing on Noe’s definition, this study aligns with the practical and strategic importance of continuous learning in public institutions.

2.2.2 
Management Performance

Management performance refers to how well managers fulfill their duties and responsibilities in an organization to achieve desired goals. According to Robbins and Coulter (2016), management performance is the ability of a manager to effectively plan, organize, lead, and control resources to accomplish organizational objectives. They emphasize that high-performing managers are not only efficient in completing tasks but also effective in motivating employees, communicating clearly, and ensuring quality service delivery. Their definition focuses on both the output of the manager and the processes used to reach organizational targets.

On the other hand, Noe, et al., (2017) describe management performance as the degree to which managers utilize organizational resources wisely and lead their teams to achieve strategic and operational goals. They argue that performance should be measured not just by what is achieved, but also by how it is achieved. For example, a manager who meets targets but wastes resources or creates conflict among staff may not be seen as performing well. Their definition includes aspects such as leadership behavior, problem-solving ability, decision-making quality, and employee satisfaction as indicators of strong managerial performance.

A third perspective comes from Mullins (2013), who defines management performance as the effectiveness with which managers align individual, team, and organizational efforts towards achieving sustainable outcomes. He highlights that performance also involves adaptability, innovation, and accountability. Managers must be able to adjust to change, introduce new ideas, and take responsibility for results. Mullins’ approach is broader, including elements of personal leadership and organizational learning.

For the purpose of this study, the definition by Noe et al. (2017) is adopted. Their definition is chosen because it aligns closely with the study’s focus on how continuous learning influences managerial roles such as decision-making, resource utilization, and service delivery. It also reflects a practical understanding of performance in public sector institutions like Mbeya City Council, where results must be achieved despite limited resources. In such contexts, how a manager uses those resources, collaborates with others, and solves problems is just as important as meeting performance targets. Therefore, Noe’s definition provides a balanced view that supports this research's goals.

2.2.3 
Decision-Making Processes

Decision-making is a core function of management and involves selecting the best course of action from available alternatives to solve a problem or achieve a goal. According to Drucker (2018), decision-making is the process through which managers identify a problem, collect relevant information, evaluate options, and choose the most appropriate action. He emphasizes that decision-making is not just about choosing between alternatives but also about acting responsibly and considering long-term implications. Drucker adds that effective decisions require logic, data, and sometimes experience, especially in complex organizational environments.

Simon (1997), one of the early scholars in the field of decision sciences, defines decision-making as a process that includes three stages: intelligence gathering, designing possible solutions, and choosing among them. He suggests that rational decision-making is ideal but often limited by factors such as incomplete information, time constraints, and human judgment what he refers to as "bounded rationality." This concept helps to understand why managers sometimes make sub-optimal decisions even when trying to do their best. Simon’s approach is useful for recognizing the real-life challenges that managers face when making decisions.

Another scholar, Robbins (2009), views decision-making as a structured, systematic process aimed at achieving organizational effectiveness. He identifies several steps in the process: defining the problem, identifying decision criteria, allocating weights to those criteria, developing and evaluating alternatives, and selecting the best option. Robbins emphasizes that effective decision-making is linked to problem-solving and performance improvement. According to him, organizations that encourage participation in decision-making tend to perform better, especially in complex environments.

This study adopts the definition by Robbins (2009) because it offers a practical and detailed approach that is suitable for the study’s context. His definition clearly outlines the steps involved in making decisions, which fits well with the study’s goal of assessing how continuous learning programs help managers improve their decision-making skills. 
In public institutions such as Mbeya City Council, where managers must make both routine and strategic decisions, having a structured approach is critical. Furthermore, Robbins’ emphasis on performance and problem-solving directly connects with the study’s focus on management outcomes. His framework allows the researcher to evaluate whether continuous learning leads to better decisions that contribute to organizational efficiency and effectiveness.

2.3 
Theoretical Literature Review

2.3.1 
Social Learning Theory

This study is guided by the theory of Albert Bandura's Social Learning, introduced in 1977, posits that individuals acquire new behaviors and skills through observation, imitation, and modeling within a social context. This theory emphasizes the significance of social interactions, role models, and vicarious learning experiences in shaping behavior and cognition (Smith & Lyles, 2019). Bandura suggests that learning occurs not only through direct reinforcement but also by observing the consequences of others' actions and adjusting one's behavior accordingly.

Social Learning Theory is highly applicable to organizational settings, particularly in understanding how managers can learn and improve their performance through interactions with peers, mentors, and supervisors. Continuous learning programs that incorporate mentoring, peer coaching, and collaborative learning activities align well with this theory, as they provide managers with opportunities to observe and emulate effective behaviors and strategies.

The strengths of Social Learning Theory include its emphasis on the role of social context in learning, making it relevant for organizational environments where teamwork and collaboration are essential. It highlights the importance of role models and observational learning, which can be easily integrated into training and development programs, and encourages a broader perspective on learning beyond formal training to include informal and experiential learning opportunities. 
However, it may underestimate the importance of individual differences in learning abilities and motivations, focuses primarily on observable behaviors potentially neglecting the cognitive processes involved in learning, and relies on the presence of competent role models, which may not always be available in every organizational context.

2.3.2 
Goal Setting Theory

Locke and Latham's Goal Setting Theory, established in 1990, posits that setting specific, challenging goals leads to higher performance when accompanied by appropriate feedback, commitment, and task complexity. This theory asserts that clear and challenging goals provide direction, focus attention, mobilize effort, and foster persistence (Li et al., 2020). Feedback mechanisms are crucial in goal attainment, offering information about progress and facilitating adjustments in strategies and behaviors.

Goal Setting Theory is directly applicable to the design and implementation of continuous learning programs. By setting specific learning objectives and providing regular feedback, organizations can enhance managers' engagement and effectiveness in their professional development efforts. This theory supports the creation of structured learning pathways that align with organizational goals and performance metrics.

The strengths of Goal Setting Theory include providing a clear framework for setting and achieving performance targets, which can be easily integrated into management training programs. It emphasizes the importance of feedback, which helps in maintaining motivation and making necessary adjustments to learning strategies, and encourages commitment and persistence, essential traits for continuous improvement and professional growth. However, it may lead to a narrow focus on goal attainment, potentially overlooking broader developmental needs and opportunities. It can also be challenging to set appropriately challenging goals that are neither too easy nor too difficult, especially in diverse teams, and relies heavily on the availability and effectiveness of feedback mechanisms, which may vary across different organizational contexts.
2.3.3 
Synthesis of the Theories

These two theories integrate to guide the study by combining the strengths of observational learning and goal-directed behavior. Social Learning Theory provides the basis for understanding how managers at Mbeya City Council can learn through social interactions and modeling, while Goal Setting Theory ensures that this learning is directed towards specific, achievable objectives. Together, they form a comprehensive framework for enhancing management performance through continuous learning programs. In terms of variables, from Social Learning Theory, the key variables are role modeling, social interaction, and observational learning. 
These align with the specific research objectives that focus on decision-making processes and problem-solving abilities. Social Learning Theory explains how managers at Mbeya City Council can improve their decision-making and problem-solving skills by observing and interacting with more experienced peers or mentors. For instance, decision-making is enhanced as managers observe effective role models in action, while problem-solving abilities develop through social learning interactions and modeling effective behaviors.

From Goal Setting Theory, the variables include goal clarity, feedback, and goal attainment. These variables relate to the research objective of assessing management efficiency. Clear, challenging goals and timely feedback help improve management efficiency by ensuring that managers have a structured approach to their tasks and can measure progress. Continuous learning programs that incorporate specific goal-setting techniques provide a way for managers to track and improve their performance over time. Therefore, by integrating these theories, the study investigates how decision-making processes, problem-solving abilities, and management efficiency (the key components in the research objectives) are influenced by continuous learning programs, through the mechanisms of social interaction, role modeling, goal clarity, and feedback.

2.4 
Empirical Literature Review

2.4.1 
Effect of Decision-Making Processes on Management Performance 

Robbins and Coulter (2018) conducted a study on "Management Decision Making and Organizational Performance in USA Organizations". The study employed a cross-sectional design with a sample of 50 managers from various organizations. Descriptive statistical and multiple regression analyses were used. The study found that effective decision-making processes significantly enhance management performance. Managers who used structured decision-making frameworks reported higher performance levels, as measured by organizational outcomes such as productivity, employee satisfaction, and profitability.

Eisenhardt (2019) studied on "Making Fast Strategic Decisions in High-Velocity Environments in Nigeria". A Case study design was used where 12 technology firms were involved. Qualitative content analysis was used in data analysis. The research demonstrated that firms with faster decision-making processes performed better in high-velocity environments. Rapid decision-making was linked to higher organizational adaptability and competitive advantage, which in turn improved overall management performance.

Elbanna, & Child (2022) conducted a study on "The Influence of Decision, Environmental and Firm Characteristics on the Rationality of Strategic Decision-Making in Kenya Organizations". A survey design was adopted with 63 senior managers as a sample. Structural Equation Modeling (SEM) was used to analyze data. The study revealed that rational decision-making processes positively affect management performance. Firms that adopted a systematic and analytical approach to decision-making experienced better strategic alignment, efficiency, and performance outcomes.

John (2019) examined the impact of employee training on organizational performance in local government authorities in Kenya. While the study found that training had a positive effect on productivity, it focused mainly on general staff and ignored middle and senior-level managers. Moreover, John’s research did not examine specific managerial competencies like decision-making or problem-solving, which are crucial for management performance. His analysis was descriptive and lacked deeper statistical analysis such as regression, which would have shown the strength and direction of the relationship between training and performance. In contrast, the current study narrows its focus to continuous learning programs targeting managerial roles in the public sector, specifically at Mbeya City Council. It also applies regression analysis to measure the relationship between different managerial skills and performance, making it more comprehensive. Furthermore, this study addresses variables such as management efficiency and links them directly with learning interventions, something John (2019) did not explore. This makes the current research more aligned with managerial performance outcomes than the previous one.

2.4.2 
Effect Problem-Solving Abilities on Management Performance 

Jacobs, (2023) studied on "Leadership skills for a changing world: Solving complex social problems in USA". A study was longitudinal research with 100 leaders from various organizations. Longitudinal data analysis and path analysis were used.  The study found that problem-solving abilities are crucial for effective leadership and management performance. Leaders who excelled in problem-solving showed significant improvements in organizational outcomes, including innovation, team cohesion, and operational efficiency.

Heppner and Krauskopf (2017) conducted a study on "An Information Processing Approach to Personal Problem Solving in Uganda" Experimental design was adopted and a sample of 80 managers were included. ANOVA and regression analysis was used in data analysis. The research indicated that managers with strong problem-solving skills and develop solutions were more effective in handling workplace challenges. These abilities were associated with better decision-making, higher job satisfaction, and improved performance metrics.

Zhang and Bartol (2018) conducted a study on "Linking empowering leadership and employee creativity: The influence of psychological empowerment, intrinsic motivation, and creative process engagement in Kenya". A cross-sectional design was adopted and a sample of 75 employees and their managers were involved. Linear regression modeling was used. The study found that managers with high problem-solving abilities significantly enhanced employee creativity and performance. Psychological empowerment and intrinsic motivation mediated the relationship between problem-solving skills and management performance.

Amina (2020) explored the effect of professional development workshops on leadership behavior in selected schools in Dar es Salaam. While her study provides useful insights into the behavioral outcomes of training, it was limited to a qualitative approach. The data were based on interviews and personal observations, without quantitative evidence to support the conclusions. This limits the generalizability of her findings. Additionally, Amina’s study did not distinguish between types of learning (formal vs informal) or specific competencies like problem-solving and decision-making. Unlike Amina’s approach, the present study uses both qualitative and quantitative data, including a larger sample and structured questionnaires to ensure a broader understanding of the impact of continuous learning. Also, while her study focused on behavior, this research looks specifically at measurable performance outcomes, making it more applicable to policy and human resource planning in local governments.

2.4.3 
Effect of Management Efficiency on Management Performance 

Davis (2017) conducted a study on "Demystifying productivity and performance in Sweden Organizations". A survey design was adopted where a sample of 80 managers from manufacturing firms were included. Correlation and regression analyses were used. The study demonstrated that management efficiency is positively correlated with organizational performance. Efficient management practices, such as optimizing resource utilization and streamlining processes, led to higher productivity and profitability. 

Bloom and Reenen (2018) conducted a study on "Measuring and Explaining Management Practices across South Africa Firms a cross-sectional design was adopted where a sample of 73 firms were included. Factor analysis and regression analysis was used. The research found significant variations in management efficiency across firms and countries, which were strongly linked to differences in firm performance. Firms with higher management efficiency showed better financial performance, innovation rates, employee productivity and achieve the highest possible output with the least amount of input.

Sadun (2019) conducted a study on "Why do we undervalue competent management in Tanzania?" Cross-sectional design was adopted and sample of 52 firms was involved. Multivariate regression analysis was used. The study revealed that management efficiency is a critical driver of organizational success. Competent management practices were associated with substantial improvements in operational performance, customer satisfaction, and competitive advantage. Komba and Mwakalobo (2021) investigated training effectiveness on employee performance in the Ministry of Education. Although they used regression analysis, their study was limited to short-term training programs and did not assess ongoing learning processes or their long-term effects. The study also relied heavily on self-reported performance, which could be biased. More importantly, they did not examine specific managerial skills or evaluate how training affected core administrative functions like resource management or strategic planning. 
The current study addresses these limitations by focusing specifically on continuous learning programs and their effects on key managerial roles such as decision-making and efficiency. It also evaluates real organizational outcomes based on statistical data, rather than relying solely on personal assessments. As such, this study extends the work of Komba and Mwakalobo by focusing on sustained learning and its strategic impact on public sector management.

2.5 
Conceptual Framework

According to Cohen et al., (2017), a conceptual framework is a basic structure that consists of certain abstract blocks, which represent the observational, the experiential and analytical/synthetically aspects of process or system being conceived. It is a set of broad ideas and principles taken from relevant field of inquiry and used to structure a subsequent presentation. 

Independent Variables                                                       Dependent Variable





Figure 2. 1: Conceptual Framework

Source: Researcher Construction (2025)

2.6 
Research Gap

Although several studies have examined the role of employee training on performance in public institutions, there remains a significant gap when it comes to understanding the specific influence of continuous learning rograms on management performance, especially within the Tanzanian local government context. Most previous studies focused on general training or short-term workshops, often targeting junior staff or covering a broad range of outcomes such as employee satisfaction or productivity. Few have concentrated on how learning specifically improves key managerial competencies like decision-making, problem-solving, and efficiency.

Many studies reviewed used descriptive statistics without applying inferential methods like regression analysis, which would have revealed the strength and direction of relationships between learning and performance variables. Additionally, some of these studies lacked depth in linking theoretical frameworks to practical management results. As a result, there is insufficient empirical evidence showing how continuous learning affects strategic decision-making and efficient use of resources in local government authorities in Tanzania.

This study fills that gap by focusing on middle and senior-level managers in Mbeya City Council. It uses both qualitative and quantitative data to provide a more holistic view and applies regression analysis to test the actual impact of learning programs on specific management outcomes. This makes the current research unique, timely, and relevant for informing policy and capacity-building strategies in Tanzanian public administration.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Chapter Overview

This chapter explains the research methodology used in the study. It presents the research philosophy, research approach, and design that guided the study. It also describes the study area, population, sample size, sampling procedures, data collection methods, and data analysis techniques. Other important elements such as variables and their measurement, validity and reliability of the instruments, ethical considerations, and the references used are also discussed. The methodology chosen is based on the nature of the study objectives and is intended to ensure that the findings are accurate, reliable, and useful in solving real problems in public sector management.

3.2 
Research Philosophy

For this study, a pragmatist research paradigm was adopted. Pragmatism is chosen because it allows for a flexible approach that combines elements of both positivist and interpretivist paradigms, depending on the research questions and objectives (Creswell, 2014). This paradigm is suitable for mixed methods research designs that incorporate both quantitative (questionnaires) and qualitative (interviews) data collection techniques. 

3.3 
Research Approach

This study employed a mixed research approach. Mixed methods is an approach to inquiry involving collection of both quantitative and qualitative data, integrating the two forms of data and using distinct designs that may involve philosophical assumptions and theoretical frameworks. The core assumption of this form of inquiry is that the combination of quantitative and qualitative approaches provides a more complete understanding of a research problem than either approach alone (Johnson and Turner, 2017).

3.4 
Research Design and Strategy

In this study, a descriptive research design was employed to investigate the effects of continuous learning programs on management performance at Mbeya City Council. Descriptive research is chosen for its focus on systematically describing characteristics of a population or phenomenon, allowing for an in-depth examination of variables such as decision-making processes, problem-solving abilities, and management efficiency within the organizational context. 

3.5 
Area of the Study 

This study focuses on Mbeya City Council. Mbeya City Council is chosen for this study due to several factors that make it a compelling case for examining the impact of continuous learning programs on management performance. Firstly, Mbeya is a rapidly urbanizing area, presenting both opportunities and challenges in public service delivery, infrastructure development, and resource management. Its economic significance as a regional hub in the southern highlands of Tanzania also makes it critical for understanding how continuous learning can enhance efficiency in managing these growing demands. Additionally, the city's demographic diversity, which includes both urban and rural populations, allows for a broader analysis of how continuous learning programs affect management performance across different contexts within the same administrative area. 
Moreover, Mbeya City Council has been at the forefront of various government-led initiatives, including public sector reforms, which provide a unique opportunity to assess the real-time impact of continuous learning programs on management performance within local government settings. This combination of factors makes Mbeya an ideal location to explore the research questions, with findings potentially offering valuable insights applicable to other local government authorities in Tanzania and similar contexts.

3.6 
Study Population

The population for this study consisted of administrative staff from secondary schools managed by the Mbeya City Council. This included headmasters, academic masters, school accountants, and other department heads. These individuals were selected because they play key roles in the management of school operations, such as budgeting, planning, supervising staff, and making daily decisions that affect performance outcomes.

The decision to focus on this population was based on their active involvement in both the strategic and operational management of public education institutions. These are the people who attend professional development sessions and apply the allowed knowledge gained in their roles. Therefore, they are in a good position to report on whether continuous learning has improved their problem-solving, decision-making, and efficiency.

In addition, selecting managers from public secondary schools under a single council for consistency in organizational structure, policy implementation, and administrative expectations. This ensured that the study controlled for unnecessary variations that might occur if participants were drawn from different sectors or regions. Mbeya City Council was chosen specifically because it has a large number of public secondary schools and is known to regularly conduct training programs for its staff. This made it a suitable case for assessing the impact of continuous learning on management performance in the Tanzanian public sector.

3.7 
Sample Size and Sampling Strategy 

3.7.1 
Sampling Frame

Sampling frame is a set of source materials from which the sample is selected (Kolen and Brennan, 2015). A sample frame provides a means for choosing the particular members of the target population that are to be questioned in the survey. The sampling frame for this study was be all administrative public servants form Mbeya City Council who are in the database. 

3.7.2 Sample Size

Kothari, (2016) formula was be used in selecting the administrative public servants form Mbeya City Council. The sample size of this study was be 69 as indicated.
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= 68.75 ≈ 69

3.7.3 
Justification for the Margin of Error (e = 0.1):

A margin of error of 0.1 (10%) was selected to correspond with a 90% confidence level, which is commonly accepted in social science research where perfect precision is not always feasible. This level provides a statistically acceptable range for estimating population parameters while maintaining the practicality of conducting research within constraints of time, budget, and accessibility. Specifically, for a population of 100 or fewer individuals, a 10% margin allows meaningful insights without requiring an impractically large sample. This ensures the results are reflective of the broader population with a high degree of reliability, while remaining manageable and cost-effective for a master's-level dissertation.

3.7.4 
Sampling Technique 

In this study, simple random sampling and purposive sampling techniques was being used to select representatives among administrative public servant’s form Mbeya City Council. Every staff was having an equal chance to be included in this study. The researcher was list down names of staffs in small papers, and using rotary technique to select the sample of the study. In addition, purposive sampling technique was being employed. Purposive sampling was being employed to get higher rank officers form Mbeya City Council from whom qualitative information was be collected.

3.8 
Data Collection Methods

3.8.1 
Questionnaire

In this study, Likert scale, questionnaires were used in data collection from 65 administrative officers from Mbeya City Council. Questionnaires were attached and designed based on research objectives. The use of questionnaire intends capture data for identifying effects, which are helpfully to explain effects of continuous learning programs on management performance. This method was be used because of ease of the administration and non-biased.

3.8.2 
Semi-Structured Interview

Semi-structured interview was be used in this study. Semi-structured interview is a qualitative research method that combines a predetermined set of open questions with the opportunity for the interviewer to explore themes or responses further. In this study semi-structured interview was be used to gather qualitative information from 4 higher rank officers as key informants form Mbeya City Council. A list of open-ended questions was be developed by the researcher and with its aid to the effects of continuous learning programs on management performance. 

3.9 
Variables and Measurement Procedures

This section outlines the main variables used in the study and the specific indicators applied to measure them. The study investigates how continuous learning programs impact management performance through three core managerial dimensions: decision-making processes, problem-solving abilities, and management efficiency. Each variable was operationalized using established indicators drawn from existing literature. The table below presents a summary of the variables, their indicators, sources, and the scales used for measurement.

3.10 
Data Analysis Methods

This study adopted both qualitative and quantitative data analysis methods in line with its mixed-methods approach. Quantitative data collected through questionnaires were analyzed using descriptive statistics and multiple linear regression analysis with the aid of SPSS (Version 25). This helped in summarizing responses and examining relationships between variables. Frequencies, percentages, and regression coefficients were computed.

Table 3.1: Operationalization of Variables

	Variables
	Indicators
	Sources
	Measurement Scale

	Decision-making processes 
	- Identifying problems, generating solutions, evaluating alternatives, and selecting the best course of action

- Employee satisfaction

-Productivity
	Robbins and Coulter (2018)
Drucker (2018)
	Ratio

	Problem-solving abilities 
	- Identify issues

- Analyze problems 

- Develop solutions

- Implement effective strategies to overcome challenges
	Mumford et al. (2016),

Heppner and Krauskopf (2017)
	Ratio

	Management efficiency 

	- Optimize resource utilization
- Achieve the highest possible output with the least amount of input, Reducing waste 
- Improving productivity
	Tangen (2019),

Bloom and Reenen (2018)
	Ratio

	Management performance 
	- Targeting accomplishment for more than 80%

- Managers fulfill their roles and responsibilities
- Resource utilization 
- Achieving organizational objectives
	Noe et al. (2017),

Davis (2017)
	Ratio


Source: Researcher conceptualization form Literature Reviews (2025)

Qualitative data obtained from semi-structured interviews were analyzed using content analysis. This involved identifying recurring themes and patterns to complement and explain quantitative findings. The combined approach ensured a comprehensive understanding of the effects of continuous learning programs on management performance.

3.11 
Reliability and Validity of Data

3.11.1 
Reliability

The researcher designed the questionnaires in a simple, short and hence not boring format and questionnaire structured in a simple language so as to avoid respondent confusion. Additionally, the researcher conducted a pre-testing of questionnaires and distribute to few respondents so as to test whether they generate the sought data. The researcher collected the pilot questionnaires, redesigned them and then redistributes them to the targeted population for final data collection. Moreover, Cronbach Alpha test was be used with a benchmark of 0.7.

3.11.2 
Validity

To ensure research validity, pilot testing was be conducted where by a sample of questions was be tested before going to the field directly to collect the data required. Additional to ensure validity of this study instrument to be used in this study was be presented to experts and peers for discussions and comments. Moreover, KMO test was be used with a benchmark of 0.7.

3.12 
Ethical Consideration

In conducting this research, the researcher prioritized ethical considerations to ensure the integrity of the study and the well-being of the respondents. The following aspects were being taken into account: Informed Consent: Before data collection, the researcher obtained informed consent from all participants. This was involve providing detailed information about the study's purpose, procedures, potential risks, and benefits. Participants were having the opportunity to ask questions and was be informed that their participation is voluntary and that they can withdraw at any time without any negative consequences. 
Permission to Collect Data
The researcher seeks formal permission to collect data from the relevant authorities at Mbeya City Council. This was involve obtaining a data collection introduction letter from the university, which was explain the study's objectives and seek endorsement from local government officials. This step ensures transparency and fosters cooperation with the local authorities. 
Anonymity and Confidentiality
The researcher was ensuring that the identities of all respondents are kept anonymous. Personal identifiers were being removed from the data, and information provided was be stored securely to prevent unauthorized access. Data was reported in aggregate form to maintain confidentiality, ensuring that no individual responses can be linked to a specific participant. 
Plagiarism Prevention
The researcher was adhering to strict academic integrity standards by ensuring that all sources and contributions from other authors are appropriately cited and referenced. Any data, ideas, or words that were not original, were clearly attributed to their respective authors to avoid plagiarism. Addressing these ethical considerations, the researcher aims to conduct a study that respects the rights and dignity of participants while contributing valuable insights to the field of public administration and management performance.

CHAPTER FOUR

PRESENTATION AND DISCUSSION OF FINDINGS

4.1 
Introduction

This chapter presents and discusses the research findings on the effects of Continuous Learning Programs (CLPs) on management performance at Mbeya City Council. The purpose of this chapter is to interpret the collected data, analyze the results in light of the study’s objectives, and explore the implications for management practice in the public sector. Both quantitative and qualitative findings are used to provide a comprehensive view of how CLPs influence key managerial functions such as decision-making, problem-solving, and overall efficiency.

The chapter begins with a summary of the response rate, which indicates the degree of engagement and representativeness of the sample. It then explains the procedures used to clean and prepare the data, followed by the outcomes of the pilot study and demographic profile of respondents. Thereafter, descriptive statistics are presented to summarize the study variables, and multiple regression analysis is conducted to test the hypothesized relationships. Each table is preceded by an explanatory paragraph and followed by a detailed discussion of its results to ensure clarity, coherence, and alignment with academic standards.

4.2 
Response Rate

The response rate of a study reflects the percentage of participants who completed and returned the survey instrument. A high response rate enhances the credibility and reliability of the research findings. In this study, a total of 69 questionnaires were distributed to administrative staff in various secondary schools under Mbeya City Council. Out of these, 63 were returned duly completed.

Table 4.1: Shows the Response Rate of the Study

	Distributed Questionnaires
	Returned Questionnaires
	Response Rate (%)

	69
	63
	91.3


Source: Field Data (2025).
As shown in Table 4.1, the response rate was 91.3 percent, which is considered excellent in social science research. According to Babbie (2010), a response rate of 70 percent and above is acceptable for ensuring data validity and generalizability. The high response rate in this study suggests a high level of engagement from respondents, which contributes to the trustworthiness of the findings. Moreover, it reflects the relevance of the study topic to the respondents and their willingness to contribute to improving public sector performance through research.

4.3 
Data Cleaning Procedures

Once the questionnaires were returned, a series of data cleaning procedures were conducted to ensure the accuracy and completeness of the dataset. Six questionnaires were excluded because they had more than 20 percent of their questions unanswered. For the remaining 63 questionnaires, missing data were minimal and addressed using mean substitution. Outlier analysis was conducted using standardized z-scores, with none exceeding ±3, indicating no abnormal responses. 
The normality of the distribution for major variables was assessed using histograms and Q-Q plots, confirming the data were normally distributed and suitable for inferential analysis. These steps were crucial in maintaining the integrity and robustness of the results presented in the subsequent sections.

4.4 
Pilot Study Results

Before administering the main survey, a pilot test was conducted with 10 respondents who held administrative positions in schools similar to those in the main sample. The objective was to assess the clarity of the questionnaire and the reliability of the items measuring each variable.

Table 4.2: Pilot Study Reliability Results (Cronbach’s Alpha)

	Variable
	Cronbach’s Alpha

	Decision-Making
	0.82

	Problem-Solving
	0.85

	Management Efficiency
	0.80

	Management Performance
	0.88


Source: Field Data (Pilot Test, 2025)
Table 4.2 indicates that all variables recorded Cronbach’s Alpha values above the acceptable threshold of 0.70. This demonstrates strong internal consistency and reliability of the instrument, as supported by Sekaran and Bougie (2016). Feedback from pilot respondents led to the refinement of several questions for clarity and relevance, contributing to a more accurate data collection process during the main study.

4.5 
Demographic Profile of Respondents

Understanding the demographic characteristics of respondents helps to contextualize the findings and assess the representativeness of the data.

4.5.1 
Gender of Respondents

Gender can influence access to learning opportunities and perceptions of their usefulness.

Table 4.3: Gender Distribution of Respondents

	Gender
	Frequency
	Percentage (%)

	Male
	38
	60.3

	Female
	25
	39.7

	Total
	63
	100


Source: Field Data (2025)
As shown in Table 4.3, the majority of respondents were male (60.3%). This suggests that men hold a slightly higher proportion of administrative roles in Mbeya City Council’s secondary schools, which may influence how CLPs are accessed and implemented across gender lines.

4.5.2 
Age of Respondents

Age is a crucial variable in understanding openness to new learning methods and professional development.

Table 4.4: Age Distribution of Respondents

	Age Group
	Frequency
	Percentage (%)

	18–30 years
	15
	23.8

	31–49 years
	37
	58.7

	50+ years
	11
	17.5

	Total
	63
	100


Source: Field Data (2025)
Most respondents were between 31 and 49 years old, indicating a mature, experienced workforce that is likely to benefit from structured continuous learning.

4.5.3 Education Level of Respondents

Educational level provides insight into how well participants can understand and apply the content of CLPs.

Table 4.5: Education Levels of Respondents

	Education Level
	Frequency
	Percentage (%)

	Diploma
	12
	19.0

	Degree
	34
	54.0

	Postgraduate
	17
	27.0

	Total
	63
	100


Source: Field Data (2025)
As Table 4.5 shows, over 80 percent of the respondents hold either a degree or a postgraduate qualification. This highly educated workforce forms a solid base for implementing CLPs, as they are likely to understand, appreciate, and apply training content effectively.

4.6 
Validity and Reliability Results

To ensure the research instruments were both valid and reliable, several tests were performed. Content validity was established through expert review by academic supervisors and peers, who confirmed the alignment of the questions with the research objectives. Construct validity was statistically tested using the Kaiser-Meyer-Olkin (KMO) measure and Bartlett’s Test of Sphericity. The KMO value was 0.776, which exceeds the minimum acceptable value of 0.60, indicating that the sampling was adequate for factor analysis. Bartlett’s Test of Sphericity was also significant (p < 0.001), confirming that the variables were sufficiently correlated to proceed with further statistical analysis.

Regarding reliability, Cronbach’s Alpha values for the full sample remained above 0.80 across all constructs. This consistency between pilot and main results demonstrates that the instrument was stable and reliable in capturing the key aspects of decision-making, problem-solving, management efficiency, and performance.

4.7 
Descriptive Statistics of Study Variables

This section presents the central tendencies of the study variables, namely decision-making processes, problem-solving abilities, management efficiency, and management performance. These statistics offer a preliminary insight into the perceptions of respondents before conducting more complex inferential tests.

Table 4.6: Descriptive Statistics - Decision-Making

	Variable
	Mean
	Std. Deviation

	Decision-Making
	4.03
	0.62


Source: Field Data (2025)
A mean score of 4.03 indicates that respondents generally agreed that CLPs improved their decision-making processes. This supports Robbins (2009), who emphasizes that effective training enables structured decision-making and boosts organizational outcomes.

Table 4.7: Descriptive Statistics - Problem-Solving

	Variable
	Mean
	Std. Deviation

	Problem-Solving
	3.98
	0.65


Source: Field Data (2025)
The mean score of 3.98 shows a strong perception that problem-solving skills improved due to CLPs. This aligns with findings by Jacobs (2023), who asserted that targeted learning programs enhance managers’ analytical and conflict-resolution capacities.

Table 4.8: Descriptive Statistics - Management Efficiency

	Variable
	Mean
	Std. Deviation

	Management Efficiency
	4.08
	0.61


Source: Field Data (2025)
This high mean reflects a strong consensus that CLPs contributed to better use of time, human resources, and budgets. These results support Bloom and Reenen (2018), who linked management training with increased efficiency.

Table 4.9: Descriptive Statistics - Management Performance

	Variable
	Mean
	Std. Deviation

	Management Performance
	4.12
	0.58


Source: Field Data (2025)
The highest mean value (4.12) demonstrates a clear belief among respondents that CLPs significantly enhanced their overall management performance. It suggests that training was not only relevant but impactful.

4.8 
Assumptions of Multiple Regression Analysis

Before performing regression analysis, all assumptions were tested. Linearity was confirmed through scatter plots. Normality was validated using Q-Q plots, with skewness and kurtosis within acceptable ranges (skewness = 0.012, kurtosis = 0.174). 
Multicollinearity was assessed using Variance Inflation Factors (VIF), which ranged between 1.385 and 1.463 well below the critical threshold of 10. Homoscedasticity was visually confirmed, and the Durbin-Watson statistic was 1.941, indicating no autocorrelation. Thus, all assumptions were met.

4.9 
Multiple Regression Analysis

The regression model assessed the predictive power of the three independent variables decision-making, problem-solving, and efficiency on management performance.

Table 4.10: Model Summary

	R
	R²
	Adjusted R²
	Std. Error

	0.823
	0.677
	0.663
	0.498


Source: Field Data (2025).
The model explains 67.7% of the variance in management performance, indicating that these three variables strongly predict performance improvements.

Table 4.11: ANOVA Summary

	Source
	SS
	df
	MS
	F
	Sig.

	Regression
	38.65
	3
	12.88
	51.82
	0.000

	Residual
	18.47
	59
	0.31
	
	

	Total
	57.12
	62
	
	
	


Source: Field Data (2025)
The regression model is statistically significant (F = 51.82, p < 0.001), confirming that at least one of the predictors has a significant effect on performance.

Table 4.12: Regression Coefficients

	Predictor
	B
	Std. Error
	Beta
	t
	Sig.

	Constant
	1.084
	0.315
	—
	3.44
	0.001

	Decision-Making
	0.397
	0.096
	0.406
	4.13
	0.000

	Problem-Solving
	0.342
	0.088
	0.353
	3.89
	0.000

	Management Efficiency
	0.285
	0.079
	0.312
	3.61
	0.001


Source: Field Data (2025)
All predictors are statistically significant. Decision-making had the strongest influence (β = 0.406), followed by problem-solving (β = 0.353), and efficiency (β = 0.312). These results confirm that all three competencies developed through CLPs have a meaningful impact on management performance.

4.10 
Hypotheses Testing

The findings validate all three hypotheses:

H1: CLPs improve decision-making → Supported

H2: CLPs improve problem-solving → Supported

H3: CLPs improve efficiency → Supported

These results align with theoretical and empirical frameworks discussed in Chapter Two, confirming the value of CLPs in enhancing public management.

4.11 
Discussion of Findings

The results confirm that continuous learning significantly improves managerial performance. Decision-making was the strongest predictor, highlighting that trained managers make better strategic and operational choices. This is consistent with Drucker (2018) and Robbins (2009). Improved problem-solving capacity suggests that managers are better able to address complex issues, aligning with Jacobs (2023). Finally, enhanced efficiency supports prior studies by Tangen (2019) and Davis (2017), showing that trained managers achieve more with fewer resources.

4.12 
Presentation of Interview Results

Semi-structured interviews with four senior officers provided rich qualitative insights. Participants reported using CLP-acquired skills in budget tracking, participatory decision-making, and conflict resolution. One headmaster cited Excel training as instrumental in streamlining financial reports. An academic master explained that strategic planning sessions enabled her to address staffing conflicts constructively. These testimonies support and expand on the quantitative findings, showing real-world application of CLP content.

4.13 
Chapter Summary

This chapter presented detailed quantitative and qualitative findings. Descriptive statistics showed strong agreement that CLPs improve decision-making, problem-solving, and efficiency. Multiple regression confirmed the statistical significance of each variable's contribution to performance. Interview data reinforced these results by illustrating practical improvements in administrative effectiveness. Collectively, these findings affirm that Continuous Learning Programs play a critical role in improving public sector management in Mbeya City Council.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 
Introduction

This chapter provides a summary of the research findings, draws conclusions based on the data presented, and offers practical and theoretical recommendations. It highlights the implications of continuous learning programs on management performance across public secondary schools in Mbeya City and identifies areas where further attention and research are warranted.

5.2 
Summary of the Key Study Findings

This study set out to examine the effects of continuous learning programs (CLPs) on management performance within five public secondary schools in Mbeya City, namely Iyunga, Loleza, Mbeya Day, Meta, and Sangu. The specific objectives were to explore the influence of CLPs on decision-making, to assess their role in enhancing problem-solving abilities, and to evaluate their impact on management efficiency. The research employed a mixed-method approach combining both qualitative and quantitative data collection tools. Data were obtained through structured questionnaires and semi-structured interviews with headmasters, academic masters, and departmental heads across the five schools. The study found that continuous learning programs significantly influence management performance in a positive way.

Respondents consistently reported improvements in decision-making, attributing their enhanced performance to knowledge and strategies acquired during workshops and professional seminars. These sessions exposed them to structured decision models, participatory planning frameworks, and adaptive leadership techniques that helped them evaluate alternatives more logically and inclusively. The data further revealed that problem-solving abilities among administrators were significantly sharpened due to engagement in collaborative learning exercises, such as scenario-based simulations, peer case reviews, and reflective group discussions. These methods equipped them with tools to diagnose challenges more effectively and implement long-lasting solutions. Lastly, the study uncovered that continuous learning programs led to greater management efficiency. Participants acknowledged that after training, they became better at time management, resource allocation, and delegating responsibilities, thereby reducing operational delays and redundancies.

5.3 
Conclusion

The findings of this study affirm that continuous learning is not merely an add-on activity but a fundamental pillar of effective school management. School leaders who consistently engage in structured learning programs are better equipped to navigate the complex challenges of educational administration. Decision-making becomes more data-driven and consultative, ensuring that policies and practices align with institutional goals and stakeholder expectations. The ability to solve problems improves significantly as leaders are exposed to new perspectives, tools, and best practices, all of which help them respond to both internal and external issues with clarity and creativity. 
Moreover, enhanced management efficiency leads to streamlined processes, better utilization of teaching and non-teaching staff, and improved communication across school departments. The conclusion drawn from these outcomes is that continuous learning programs contribute substantially to building competent, reflective, and resourceful school administrators, who in turn positively influence teaching quality and student outcomes.

5.4 
Limitations of the Study

While this study provides valuable insights into the effects of Continuous Learning Programs on management performance in Mbeya City Council, several limitations should be acknowledged:

Geographical Scope
The research focused exclusively on Mbeya City Council, which may limit the generalizability of findings to other regions or councils in Tanzania. Variations in institutional culture, funding, and access to training may yield different outcomes in other local governments.

Cross-sectional Design
The study employed a cross-sectional design, collecting data at a single point in time. This approach restricts the ability to capture long-term effects of Continuous Learning Programs or changes in management performance over time.

Self-Reported Data
Most of the data were obtained through self-administered questionnaires, which may be subject to social desirability bias. Respondents might have overstated the benefits of CLPs or their own competencies.

Limited Qualitative Sample
Only four participants were involved in the semi-structured interviews. While they provided rich data, a broader qualitative sample could have uncovered additional insights or divergent perspectives.

Resource Constraints
Due to time and resource limitations, the study did not include a control group or comparative analysis with institutions not implementing CLPs. This limits the ability to definitively attribute performance improvements solely to the learning programs.

Despite these limitations, the study lays a strong foundation for further research and contributes meaningfully to academic and practical discussions on public sector capacity building.

5.5 
Recommendations

In light of the study's findings, several recommendations are offered to enhance the implementation and impact of continuous learning programs in Tanzanian secondary schools. Firstly, it is important for the Ministry of Education and the Tanzania Institute of Education to institutionalize regular in-service training and professional development as part of school policy. Training should not be an occasional initiative but a structured and mandatory aspect of each administrator’s professional growth. These learning opportunities should be tailored to address school-specific challenges and guided by performance appraisals to ensure relevance and effectiveness.

Secondly, schools themselves should establish internal peer learning groups or professional learning communities (PLCs) where staff can regularly meet to reflect on their practices, discuss challenges, and share insights. This kind of continuous engagement fosters a culture of collective responsibility and innovation. Collaborative learning sessions can also bridge experience gaps among new and veteran staff, leading to more cohesive school leadership teams.

Thirdly, regional and district education offices should encourage inter-school networking among institutions such as Iyunga, Loleza, Mbeya Day, Meta, and Sangu. This would allow for exchange programs, benchmarking visits, and joint capacity-building workshops, thereby promoting horizontal learning and strengthening school leadership systems at a broader level.

Lastly, there is a need to invest in digital infrastructure and technological literacy for school leaders. Since the modern educational landscape increasingly relies on data management, virtual classrooms, and automated reporting, CLPs should incorporate modules that train administrators on educational software, data analytics, and digital leadership. Doing so was further enhancing their efficiency and responsiveness in managing school operations in an evolving digital age.

5.6 
Recommendations for Further Research

While this study provided insights into how CLPs influence school management performance, future studies should consider evaluating the long-term academic impact of management improvements on student outcomes. Additionally, it is important to explore challenges and barriers to CLP participation, especially in rural or underserved areas where access to training resources may be limited. Such studies would offer a more holistic understanding of how to design equitable, scalable, and sustainable continuous learning programs for all schools across Tanzania.
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APPENDICES

Appendix I: Introduction Letter

Dear respondent,

I am Lucy Cheka, a student of Open University of Tanzania studying Masters of Human Resource Management.  I am conducting an academic research on “Effects of Continuous Learning Programs on Management Performance in Organization: A Case of Mbeya City Council”. I kindly request you to fill this questionnaire so as to make this task successful. I appreciate your cooperation in accomplishing the questionnaire. I promise that your information was be gathered and treated with high confidentiality and was be used only for the purpose of the research project. 

I highly appreciate the time you was take in answering questions, thank you so much.

After filling this questionnaire kindly handle it over to the Researcher.
………….………..

Lucy Cheka

Appendix II: Questionnaire

PART A: General Information; (Tick/Fill where appropriate)

1. Gender       

(a) Male    (b) Female



(      )

2. Educational Level   (a) Secondary  (b) Diploma  (c) Degree  (d) Above  (      )

3. Age   


(a) 18-30  (b) 31-49  (c) 50+
  

(      )

PART B: Specific Questions

The following statements relate to effects of continuous learning programs on management performance in organization. Rank your agreement with each of the statement by using the scale provided in the table below. Circle the number of your choice.

Ranks: 1= Strong Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strong Agree

	CODE
	Decision-Making Processes
	DEGREE OF AGREEMENT

	DC1
	Continuous learning programs helps in identifying problems and generating solutions among employees
	1
	2
	3
	4
	5

	DC2
	Continuous learning programs helps employees in evaluating alternatives
	
	
	
	
	

	DC3
	Continuous learning programs helps employees selecting the best course of action
	1
	2
	3
	4
	5

	DC4
	Continuous learning programs satisfies employees in decision making process
	1
	2
	3
	4
	5

	DC5
	The more practice of continuous learning programs in organization, the higher employees’ productivity
	1
	2
	3
	4
	5

	
	Problem-Solving Abilities
	DEGREE OF AGREEMENT

	PS1
	Most of employees in my organization are able to identify issues
	1
	2
	3
	4
	5

	PS2
	I am more capable in analyze problems in my organization
	1
	2
	3
	4
	5

	PS3
	We develop solutions as a team in my organization
	1
	2
	3
	4
	5

	PS4
	Most of employees in my organization implements effective strategies to overcome challenges
	1
	2
	3
	4
	5

	
	Management Efficiency
	DEGREE OF AGREEMENT

	ME1
	Most of employees in my organization are able to optimize resource utilization efficiently
	1
	2
	3
	4
	5

	ME2
	My organization achieves the highest possible output with the least amount of input
	1
	2
	3
	4
	5

	ME3
	My organization reduces waste to ensure the management is working efficiently
	1
	2
	3
	4
	5

	ME4
	My organization performs its stacks efficiently hence improving productivity
	1
	2
	3
	4
	5

	
	Management Performance
	DEGREE OF AGREEMENT

	MP1
	My organization accomplishes its targets for more than 80%
	1
	2
	3
	4
	5

	MP2
	In my organization, managers fulfill their roles and responsibilities effectively
	1
	2
	3
	4
	5

	MP3
	My organization utilize effectively resource 
	1
	2
	3
	4
	5

	MP4
	Achieving organizational objectives is a key goal of my organization
	
	
	
	
	


I appreciate your assistance,

Thank you,

Appendix III: Interview Guiding Questions.

1. How does decision-making processes affect management performance at Mbeya City Council?

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
2. How does problem-solving abilities affect management performance at Mbeya City Council?

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
3.
What is the effect of management efficiency on management performance at Mbeya City Council?

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

Appendix IV: Clearance Letter
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THE OPEN UNIVERSITY OF TANZANIA @
Ref. No OUT/PG202102300 05" Feb, 2025

City Director,
P.0 Box 149,
MBEYA.

Dear Director,

RE: RESEARCH CLEARANCE FOR MS. LUCY CHEKA (PG202102300)

1. The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 1=tMarch 1993 by public notice No.55 in the
official Gazette. The Act was however replaced by the Open University of Tanzania Charter
of 2005, which became operational on 1*January 2007 In line with the Charter, the Open
University of Tanzania mission is to generate and apply knowledge through research.

2. Tofaciltate and simplify the research process, the act empowers the Vice Chancellor
of the Open University of Tanzania to issue research clearance, on behalf of the
Government of Tanzania and Tanzania Commission for Science and Technology, to both
its staff and students who are conducting research in Tanzania. With this brief background,
the purpose of this letter is to introduce to you Ms. Lucy Cheka, Reg. No: PG202102300),
pursuing Masters of Human Resource Management (MHRM). We here by grant this
clearance to conduct a research titled “Effects of Continous Learning Program on
Management Performance in Organization: A Case of Mbeya City Council®. He will
collect his data at your area from 05" February to 30* March, 2025.

3. In case you need any further information, kindly do not hesitate to contact the
Deputy Vice Chancellor (Academic) of the Open University of Tanzania, P.O.Box 23409,
Dar es Salaam. Tel: 022-2-2668820 We lastly thank you in advance for your assumed
‘cooperation and facilitation of this research academic activity.
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S

Prof.Gwahula Raphael Kimamala

For: VICE CHANCELLOR




Appendix V: Permission Letter to Collect the Data at Mbeya City Council. 
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Appendix VI: Publications Articles

EFFECT OF CONTINOUS LEARNING PROGRAMS ON MANAGEMENT PERFORMANCE IN TANZANIA ORGANIZATIONS: A CASE OF MBEYA CITY COUNCIL
Lucy Cheka1, Dr Sophia Mbura2, Prof. Dr. Saganga Kapaya

1Department of Marketing, Entrepreneurship and management, The Open University of Tanzania

Corresponding Author Email: lucychekecha@gmail.com
Abstract
This study examined the effect of Continuous Learning Programs (CLPs) on management performance in Tanzania, focusing on Mbeya City Council as a case study. Many public institutions continue to face challenges such as poor decision-making, low efficiency, and weak problem-solving capacity. The study aimed to determine how CLPs influence managerial decision-making, problem-solving abilities, and overall management efficiency. A mixed research approach was adopted, combining questionnaires and interviews. Data were collected from 63 administrative staff in secondary schools under Mbeya City Council using simple random and purposive sampling. Quantitative data were analyzed using SPSS, while qualitative data were analyzed thematically. The regression results showed a statistically significant positive relationship (p < 0.05) between continuous learning programs and management performance. Respondents indicated improved decision-making, stronger problem-solving ability, and higher efficiency following participation in learning programs. The study concludes that continuous learning programs play a significant role in improving management performance in public institutions. It recommends that government organizations continue to invest in CLPs, form peer learning groups, and adopt digital learning tools to enhance capacity building and service delivery across Tanzania.

Keywords: Theoretical Literature Review, Goal Setting Theory, Goal Setting Theory and Synthesis of the Theories

INTRODUCTION

The study on the Effect of Continuous Learning Programs on Management Performance in Tanzania Organizations, using Mbeya City Council as a case study. It provides an overview of the background of the study, statement of the problem, research objectives and questions, and the significance and scope of the study. The chapter sets the foundation for understanding how continuous learning contributes to managerial effectiveness within public institutions in Tanzania. It also outlines the organization of the dissertation to guide the reader through the structure of the research.

Globally, continuous learning is viewed as a driver of innovation and adaptability. According to Deloitte (2019), organizations that invest in continuous learning are 92% more likely to develop new products and 52% more productive than those that do not. In developed economies such as the United States, the United Kingdom, and Japan, continuous learning has become integral to leadership development, fostering agile and responsive management teams capable of addressing complex operational challenges. These programs not only improve technical and administrative capabilities but also strengthen soft skills such as decision-making, collaboration, and problem-solving all of which are crucial for effective management performance.

In the African context, and particularly in Tanzania, public institutions are increasingly adopting continuous learning strategies as part of public service reforms aimed at improving service delivery and accountability. The Government of Tanzania, through the President’s Office Regional Administration and Local Government (PO-RALG), has emphasized capacity building as a cornerstone of effective local governance. Initiatives such as workshops, short courses, e-learning modules, and mentoring programs have been introduced across local government authorities, including Mbeya City Council. These programs aim to enhance managerial competence, ensure efficient use of public resources, and promote data-driven decision-making.

At the core of management performance lie three critical constructs: decision-making, problem-solving, and management efficiency. Decision-making involves selecting the best course of action among alternatives to achieve organizational goals. Problem-solving entails identifying challenges, analyzing their causes, and implementing effective solutions. Management efficiency, on the other hand, refers to the optimal use of resources human, financial, and material to achieve organizational objectives. Continuous learning programs are expected to enhance these constructs by providing managers with updated knowledge, tools, and analytical skills necessary to respond effectively to the dynamic work environment.

Previous empirical studies have established positive links between continuous learning and organizational performance (Noe et al., 2017; Bloom & Reenen, 2018). However, most of these studies have focused on private sector organizations or developed countries, with limited research within the Tanzanian public sector. The contextual and institutional differences between the private and public sectors—such as bureaucratic structures, limited resources, and varying motivation systems—make it difficult to generalize existing findings. This creates a research gap that this study seeks to address by investigating how continuous learning programs affect management performance in a Tanzanian local government setting, specifically Mbeya City Council.

Significance of the Study

Academic Significance

Scientifically, this study was advancing the empirical understanding of the relationship between continuous learning and management performance in the public sector. It was employing the rigorous research methodologies to analyze the data and draw meaningful conclusions, contributing to the academic discourse on organizational behavior and human resource development. 

Theoretical Significance

This study was contributed to the theoretical framework surrounding continuous learning and management performance, particularly within public sector organizations. By exploring the effects of continuous learning programs on various aspects of management performance, such as decision-making, problem-solving, and management efficiency, this research was enriched existing theories on organizational learning and performance management. 

LITERATURE REVIEW

This study adopts the definition provided by Noe (2010), which views continuous learning as a long-term and proactive process of acquiring new knowledge and skills at the workplace. The reason for choosing this definition is because it emphasizes the idea of learning as a continuous journey that supports adaptability and performance improvement. This fits well with the aim of this research, which seeks to understand how such learning programs contribute to better decision-making, problem-solving, and efficiency among managers at Mbeya City Council. In the Tanzanian public sector context, continuous learning is especially important due to ongoing reforms and the increasing demand for transparency, efficiency, and service delivery. Therefore, by focusing on Noe’s definition, this study aligns with the practical and strategic importance of continuous learning in public institutions.

Management Performance

Management performance refers to how well managers fulfill their duties and responsibilities in an organization to achieve desired goals. According to Robbins and Coulter (2016), management performance is the ability of a manager to effectively plan, organize, lead, and control resources to accomplish organizational objectives. They emphasize that high-performing managers are not only efficient in completing tasks but also effective in motivating employees, communicating clearly, and ensuring quality service delivery. Their definition focuses on both the output of the manager and the processes used to reach organizational targets.

On the other hand, Noe, et al., (2017) describe management performance as the degree to which managers utilize organizational resources wisely and lead their teams to achieve strategic and operational goals. They argue that performance should be measured not just by what is achieved, but also by how it is achieved. For example, a manager who meets targets but wastes resources or creates conflict among staff may not be seen as performing well. Their definition includes aspects such as leadership behavior, problem-solving ability, decision-making quality, and employee satisfaction as indicators of strong managerial performance.

Theoretical Literature Review

Social Learning Theory

This study is guided by the theory of Albert Bandura's Social Learning, introduced in 1977, posits that individuals acquire new behaviors and skills through observation, imitation, and modeling within a social context. This theory emphasizes the significance of social interactions, role models, and vicarious learning experiences in shaping behavior and cognition (Smith & Lyles, 2019). Bandura suggests that learning occurs not only through direct reinforcement but also by observing the consequences of others' actions and adjusting one's behavior accordingly.

Social Learning Theory is highly applicable to organizational settings, particularly in understanding how managers can learn and improve their performance through interactions with peers, mentors, and supervisors. Continuous learning programs that incorporate mentoring, peer coaching, and collaborative learning activities align well with this theory, as they provide managers with opportunities to observe and emulate effective behaviors and strategies.

The strengths of Social Learning Theory include its emphasis on the role of social context in learning, making it relevant for organizational environments where teamwork and collaboration are essential. It highlights the importance of role models and observational learning, which can be easily integrated into training and development programs, and encourages a broader perspective on learning beyond formal training to include informal and experiential learning opportunities. However, it may underestimate the importance of individual differences in learning abilities and motivations, focuses primarily on observable behaviors potentially neglecting the cognitive processes involved in learning, and relies on the presence of competent role models, which may not always be available in every organizational context.

Goal Setting Theory

Locke and Latham's Goal Setting Theory, established in 1990, posits that setting specific, challenging goals leads to higher performance when accompanied by appropriate feedback, commitment, and task complexity. This theory asserts that clear and challenging goals provide direction, focus attention, mobilize effort, and foster persistence (Li et al., 2020). Feedback mechanisms are crucial in goal attainment, offering information about progress and facilitating adjustments in strategies and behaviors.

Effect Problem-Solving Abilities on Management Performance 

Jacobs, (2023) studied on "Leadership skills for a changing world: Solving complex social problems in USA". A study was longitudinal research with 100 leaders from various organizations. Longitudinal data analysis and path analysis were used.  The study found that problem-solving abilities are crucial for effective leadership and management performance. Leaders who excelled in problem-solving showed significant improvements in organizational outcomes, including innovation, team cohesion, and operational efficiency.

Heppner and Krauskopf (2017) conducted a study on "An Information Processing Approach to Personal Problem Solving in Uganda" Experimental design was adopted and a sample of 80 managers were included. ANOVA and regression analysis was used in data analysis. The research indicated that managers with strong problem-solving skills and develop solutions were more effective in handling workplace challenges. These abilities were associated with better decision-making, higher job satisfaction, and improved performance metrics.

Zhang and Bartol (2018) conducted a study on "Linking empowering leadership and employee creativity: The influence of psychological empowerment, intrinsic motivation, and creative process engagement in Kenya". A cross-sectional design was adopted and a sample of 75 employees and their managers were involved. Linear regression modeling was used. The study found that managers with high problem-solving abilities significantly enhanced employee creativity and performance. Psychological empowerment and intrinsic motivation mediated the relationship between problem-solving skills and management performance.

Amina (2020) explored the effect of professional development workshops on leadership behavior in selected schools in Dar es Salaam. While her study provides useful insights into the behavioral outcomes of training, it was limited to a qualitative approach. The data were based on interviews and personal observations, without quantitative evidence to support the conclusions. This limits the generalizability of her findings. Additionally, Amina’s study did not distinguish between types of learning (formal vs informal) or specific competencies like problem-solving and decision-making. Unlike Amina’s approach, the present study uses both qualitative and quantitative data, including a larger sample and structured questionnaires to ensure a broader understanding of the impact of continuous learning. Also, while her study focused on behavior, this research looks specifically at measurable performance outcomes, making it more applicable to policy and human resource planning in local governments.

Effect of Management Efficiency on Management Performance 

Davis (2017) conducted a study on "Demystifying productivity and performance in Sweden Organizations". A survey design was adopted where a sample of 80 managers from manufacturing firms were included. Correlation and regression analyses were used. The study demonstrated that management efficiency is positively correlated with organizational performance. Efficient management practices, such as optimizing resource utilization and streamlining processes, led to higher productivity and profitability. 

Bloom and Reenen (2018) conducted a study on "Measuring and Explaining Management Practices across South Africa Firms a cross-sectional design was adopted where a sample of 73 firms were included. Factor analysis and regression analysis was used. The research found significant variations in management efficiency across firms and countries, which were strongly linked to differences in firm performance. Firms with higher management efficiency showed better financial performance, innovation rates, employee productivity and achieve the highest possible output with the least amount of input.

Sadun (2019) conducted a study on "Why do we undervalue competent management in Tanzania?" Cross-sectional design was adopted and sample of 52 firms was involved. Multivariate regression analysis was used. The study revealed that management efficiency is a critical driver of organizational success. Competent management practices were associated with substantial improvements in operational performance, customer satisfaction, and competitive advantage. 

Komba and Mwakalobo (2021) investigated training effectiveness on employee performance in the Ministry of Education. Although they used regression analysis, their study was limited to short-term training programs and did not assess ongoing learning processes or their long-term effects. The study also relied heavily on self-reported performance, which could be biased. More importantly, they did not examine specific managerial skills or evaluate how training affected core administrative functions like resource management or strategic planning. 

Conceptual Framework

According to Cohen et al., (2017), a conceptual framework is a basic structure that consists of certain abstract blocks, which represent the observational, the experiential and analytical/synthetically aspects of process or system being conceived. It is a set of broad ideas and principles taken from relevant field of inquiry and used to structure a subsequent presentation. 

Independent Variables                                                       Dependent Variable

Figure 1: Conceptual Framework

Source: Researcher Construction (2025).

Research Gap

Although several studies have examined the role of employee training on performance in public institutions, there remains a significant gap when it comes to understanding the specific influence of continuous learning rograms on management performance, especially within the Tanzanian local government context. Most previous studies focused on general training or short-term workshops, often targeting junior staff or covering a broad range of outcomes such as employee satisfaction or productivity. Few have concentrated on how learning specifically improves key managerial competencies like decision-making, problem-solving, and efficiency.

Many studies reviewed used descriptive statistics without applying inferential methods like regression analysis, which would have revealed the strength and direction of relationships between learning and performance variables. Additionally, some of these studies lacked depth in linking theoretical frameworks to practical management results. As a result, there is insufficient empirical evidence showing how continuous learning affects strategic decision-making and efficient use of resources in local government authorities in Tanzania.

RESEARCH METHODOLOGY
It also describes the study area, population, sample size, sampling procedures, data collection methods, and data analysis techniques. Other important elements such as variables and their measurement, validity and reliability of the instruments, ethical considerations, and the references used are also discussed. The methodology chosen is based on the nature of the study objectives and is intended to ensure that the findings are accurate, reliable, and useful in solving real problems in public sector management.

Research Philosophy

For this study, a pragmatist research paradigm was adopted. Pragmatism is chosen because it allows for a flexible approach that combines elements of both positivist and interpretivist paradigms, depending on the research questions and objectives (Creswell, 2014). This paradigm is suitable for mixed methods research designs that incorporate both quantitative (questionnaires) and qualitative (interviews) data collection techniques. 

Research Approach

This study employed a mixed research approach. Mixed methods is an approach to inquiry involving collection of both quantitative and qualitative data, integrating the two forms of data and using distinct designs that may involve philosophical assumptions and theoretical frameworks. The core assumption of this form of inquiry is that the combination of quantitative and qualitative approaches provides a more complete understanding of a research problem than either approach alone (Johnson and Turner, 2017).

Sample Size and Sampling Strategy 

Sampling Frame

Sampling frame is a set of source materials from which the sample is selected (Kolen and Brennan, 2015). A sample frame provides a means for choosing the particular members of the target population that are to be questioned in the survey. The sampling frame for this study was be all administrative public servants form Mbeya City Council who are in the database. 

Sample Size

Kothari, (2016) formula was be used in selecting the administrative public servants form Mbeya City Council. The sample size of this study was be 69 as indicated.
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Where e = Margin of error

            N = the total number of employees in the organization
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= 68.75 ≈ 69

Justification for the Margin of Error (e = 0.1):

A margin of error of 0.1 (10%) was selected to correspond with a 90% confidence level, which is commonly accepted in social science research where perfect precision is not always feasible. This level provides a statistically acceptable range for estimating population parameters while maintaining the practicality of conducting research within constraints of time, budget, and accessibility. Specifically, for a population of 100 or fewer individuals, a 10% margin allows meaningful insights without requiring an impractically large sample. This ensures the results are reflective of the broader population with a high degree of reliability, while remaining manageable and cost-effective for a master's-level dissertation.

Sampling Technique 

In this study, simple random sampling and purposive sampling techniques was being used to select representatives among administrative public servant’s form Mbeya City Council. Every staff was having an equal chance to be included in this study. The researcher was list down names of staffs in small papers, and using rotary technique to select the sample of the study. In addition, purposive sampling technique was being employed. Purposive sampling was being employed to get higher rank officers form Mbeya City Council from whom qualitative information was be collected.

Data Collection Methods

Questionnaire

In this study, Likert scale, questionnaires were used in data collection from 65 administrative officers from Mbeya City Council. Questionnaires were attached and designed based on research objectives. The use of questionnaire intends capture data for identifying effects which are helpfully to explain effects of continuous learning programs on management performance. This method was be used because of ease of the administration and non-biased.

Semi-Structured Interview

Semi-structured interview was be used in this study. Semi-structured interview is a qualitative research method that combines a predetermined set of open questions with the opportunity for the interviewer to explore themes or responses further. In this study semi-structured interview was be used to gather qualitative information from 4 higher rank officers as key informants form Mbeya City Council. A list of open-ended questions was be developed by the researcher and with its aid to the effects of continuous learning programs on management performance. 

Table 1: Operationalization of Variables

	Variables
	Indicators
	Sources
	Measurement Scale

	Decision-making processes 
	- Identifying problems, generating solutions, evaluating alternatives, and selecting the best course of action

- Employee satisfaction

-Productivity


	Robbins and Coulter (2018)
Drucker (2018)
	Ratio

	Problem-solving abilities 
	- Identify issues

- Analyze problems 

- Develop solutions

- Implement effective strategies to overcome challenges


	Mumford et al. (2016),

Heppner and Krauskopf (2017)
	Ratio

	Management efficiency 

	- Optimize resource utilization
- Achieve the highest possible output with the least amount of input, Reducing waste 
- Improving productivity


	Tangen (2019),

Bloom and Reenen (2018)
	Ratio

	Management performance 
	- Targeting accomplishment for more than 80%

- Managers fulfill their roles and responsibilities
- Resource utilization 
- Achieving organizational objectives
	Noe et al. (2017),

Davis (2017)
	Ratio


Source: Researcher conceptualization form Literature Reviews (2025)

Variables and Measurement Procedures

This section outlines the main variables used in the study and the specific indicators applied to measure them. The study investigates how continuous learning programs impact management performance through three core managerial dimensions: decision-making processes, problem-solving abilities, and management efficiency. Each variable was operationalized using established indicators drawn from existing literature. The table below presents a summary of the variables, their indicators, sources, and the scales used for measurement.

PRESENTATION AND DISCUSSION OF FINDINGS

The purpose of this chapter is to interpret the collected data, analyze the results in light of the study’s objectives, and explore the implications for management practice in the public sector. Both quantitative and qualitative findings are used to provide a comprehensive view of how CLPs influence key managerial functions such as decision-making, problem-solving, and overall efficiency.

The chapter begins with a summary of the response rate, which indicates the degree of engagement and representativeness of the sample. It then explains the procedures used to clean and prepare the data, followed by the outcomes of the pilot study and demographic profile of respondents. Thereafter, descriptive statistics are presented to summarize the study variables, and multiple regression analysis is conducted to test the hypothesized relationships. Each table is preceded by an explanatory paragraph and followed by a detailed discussion of its results to ensure clarity, coherence, and alignment with academic standards.

Response Rate

The response rate of a study reflects the percentage of participants who completed and returned the survey instrument. A high response rate enhances the credibility and reliability of the research findings. In this study, a total of 69 questionnaires were distributed to administrative staff in various secondary schools under Mbeya City Council. Out of these, 63 were returned duly completed.

Table 2:  Shows the Response Rate of the Study

	Distributed Questionnaires
	Returned Questionnaires
	Response Rate (%)

	69
	63
	91.3


Source: Field Data (2025)
As shown in Table 2, the response rate was 91.3 percent, which is considered excellent in social science research. According to Babbie (2010), a response rate of 70 percent and above is acceptable for ensuring data validity and generalizability. The high response rate in this study suggests a high level of engagement from respondents, which contributes to the trustworthiness of the findings. Moreover, it reflects the relevance of the study topic to the respondents and their willingness to contribute to improving public sector performance through research.

Demographic Profile of Respondents

Understanding the demographic characteristics of respondents helps to contextualize the findings and assess the representativeness of the data.

Gender of Respondents

Gender can influence access to learning opportunities and perceptions of their usefulness.

Table 3: Gender Distribution of Respondents

	Gender
	Frequency
	Percentage (%)

	Male
	38
	60.3

	Female
	25
	39.7

	Total
	63
	100


Source: Field Data (2025).

As shown in Table 3, the majority of respondents were male (60.3%). This suggests that men hold a slightly higher proportion of administrative roles in Mbeya City Council’s secondary schools, which may influence how CLPs are accessed and implemented across gender lines.

Age of Respondents

Age is a crucial variable in understanding openness to new learning methods and professional development.

Table 4.4: Age Distribution of Respondents

	Age Group
	Frequency
	Percentage (%)

	18–30 years
	15
	23.8

	31–49 years
	37
	58.7

	50+ years
	11
	17.5

	Total
	63
	100


Source: Field Data (2025)

Assumptions of Multiple Regression Analysis

Before performing regression analysis, all assumptions were tested. Linearity was confirmed through scatter plots. Normality was validated using Q-Q plots, with skewness and kurtosis within acceptable ranges (skewness = 0.012, kurtosis = 0.174). Multicollinearity was assessed using Variance Inflation Factors (VIF), which ranged between 1.385 and 1.463 well below the critical threshold of 10. Homoscedasticity was visually confirmed, and the Durbin-Watson statistic was 1.941, indicating no autocorrelation. Thus, all assumptions were met.

Discussion of Findings

The results confirm that continuous learning significantly improves managerial performance. Decision-making was the strongest predictor, highlighting that trained managers make better strategic and operational choices. This is consistent with Drucker (2018) and Robbins (2009). Improved problem-solving capacity suggests that managers are better able to address complex issues, aligning with Jacobs (2023). Finally, enhanced efficiency supports prior studies by Tangen (2019) and Davis (2017), showing that trained managers achieve more with fewer resources.

Presentation of Interview Results

Semi-structured interviews with four senior officers provided rich qualitative insights. Participants reported using CLP-acquired skills in budget tracking, participatory decision-making, and conflict resolution. One headmaster cited Excel training as instrumental in streamlining financial reports. An academic master explained that strategic planning sessions enabled her to address staffing conflicts constructively. These testimonies support and expand on the quantitative findings, showing real-world application of CLP content.

SUMMARY, CONCLUSION AND RECOMMENDATIONS

This study set out to examine the effects of continuous learning programs (CLPs) on management performance within five public secondary schools in Mbeya City, namely Iyunga, Loleza, Mbeya Day, Meta, and Sangu. The specific objectives were to explore the influence of CLPs on decision-making, to assess their role in enhancing problem-solving abilities, and to evaluate their impact on management efficiency. The research employed a mixed-method approach combining both qualitative and quantitative data collection tools. Data were obtained through structured questionnaires and semi-structured interviews with headmasters, academic masters, and departmental heads across the five schools. The study found that continuous learning programs significantly influence management performance in a positive way.

Conclusion

The findings of this study affirm that continuous learning is not merely an add-on activity but a fundamental pillar of effective school management. School leaders who consistently engage in structured learning programs are better equipped to navigate the complex challenges of educational administration. Decision-making becomes more data-driven and consultative, ensuring that policies and practices align with institutional goals and stakeholder expectations. The ability to solve problems improves significantly as leaders are exposed to new perspectives, tools, and best practices, all of which help them respond to both internal and external issues with clarity and creativity. 

Recommendations

In light of the study's findings, several recommendations are offered to enhance the implementation and impact of continuous learning programs in Tanzanian secondary schools. Firstly, it is important for the Ministry of Education and the Tanzania Institute of Education to institutionalize regular in-service training and professional development as part of school policy. Training should not be an occasional initiative but a structured and mandatory aspect of each administrator’s professional growth. These learning opportunities should be tailored to address school-specific challenges and guided by performance appraisals to ensure relevance and effectiveness.

Secondly, schools themselves should establish internal peer learning groups or professional learning communities (PLCs) where staff can regularly meet to reflect on their practices, discuss challenges, and share insights. This kind of continuous engagement fosters a culture of collective responsibility and innovation. Collaborative learning sessions can also bridge experience gaps among new and veteran staff, leading to more cohesive school leadership teams.
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