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Abstract

Across Sub-Saharan Africa, persistent misalignment between education systems and labour market structures has constrained
the translation of educational expansion into equitable employment outcomes. In response to graduate unemployment and skills
mismatch, Tanzania introduced the National Framework for Academia-Industry Collaboration in Skills Development and
Employability in 2026 to institutionalize governance coordination, strengthen work-based learning, and enhance labour market
responsiveness. While the framework adopts a demand-driven orientation, the extent to which it embeds structural inclusion
mechanisms remains insufficiently examined. This paper undertakes a systematic qualitative policy review of the framework to
interrogate its governance architecture, demand-alignment logic, and inclusion provisions. Guided by systems theory, human
capital perspectives, and intersectionality frameworks, the analysis evaluates the framework against international models of skills
governance and labour inclusion. Findings indicate that the framework demonstrates structural coherence in institutional
coordination and industry engagement; however, it lacks explicit disability-disaggregated labour data systems, employer
accommodation financing mechanisms, and intersectional monitoring indicators necessary to prevent the reproduction of labour
market inequalities. This study contributes to the literature by integrating systems theory with intersectionality-informed
disability studies to evaluate skills governance beyond economic responsiveness alone. The paper argues that demand-driven
skills development, when detached from legally embedded inclusion safeguards and disability-responsive financing instruments,
risks reinforcing gendered and disability-based disparities in employment outcomes. It concludes that Tanzania’s framework
constitutes a significant policy reform platform but requires structural integration of inclusive governance mechanisms to ensure
equitable participation and sustainable employability in the evolving labour market. It concludes that Tanzania's framework
provides a strong foundation for reform but should be strengthened through disability-responsive labour market information
systems, employer accommodation incentives, accessible work-based learning standards, and intersectional accountability
mechanisms to ensure inclusive and sustainable skills development.
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1. Introduction

Across Sub-Saharan Africa, youth unemployment cannot
be reduced to a simple deficit of jobs; it reflects a structural
incongruity between expanding education systems and labour
markets undergoing technological, sectoral, and productivity
transformations. While enrolment in secondary and tertiary
education has increased substantially, the absorptive capacity
of formal labour markets has lagged, generating what devel-
opment scholars describe as a credential-employment disjunc-
ture [29]. In response, governments have increasingly em-
braced demand-driven skills reforms premised on tighter in-
stitutional coupling between education providers and industry
actors. Comparative models such as Germany's dual voca-
tional system emphasize legally embedded apprenticeship
structures and employer co-governance [10], while Singa-
pore's SkillsFuture framework integrates labour market ana-
Iytics with lifelong learning incentives to enhance employa-
bility responsiveness [16]. Within this paradigm, alignment is
treated as the corrective mechanism to youth labour marginal-
ization.

Yet this efficiency-oriented reform logic has been subjected
to critical interrogation. Intersectionality scholars argue that
labour markets are not neutral coordination systems but strat-
ified institutional fields structured by power and identity [6].
Empirical analyses demonstrate that disability status, gender,
and class interact to shape unequal employment trajectories
even in contexts where vocational systems are well aligned to
industry demand [22]. Disability studies further caution that
productivity norms embedded in institutional arrangements
may marginalize bodies and cognitive profiles that deviate
from dominant labour expectations [11, 17]. Thus, demand
alignment alone does not necessarily translate into equitable
participation; without structurally embedded inclusion mech-
anisms, skills systems may reproduce rather than disrupt ex-
isting labour hierarchies.

Evidence from other Sub-Saharan African countries further
demonstrates that strengthening education-industry linkages
alone does not necessarily produce equitable labour market
outcomes. In South Africa, although the Skills Development
Act and Sector Education and Training Authorities (SETAS)
have strengthened employer participation in vocational edu-
cation and training, recent evidence suggests that persistent
challenges in identifying labour market skills needs and align-
ing institutional responses continue to constrain the effective-
ness of the skills development system [17]. Similarly, research
from Ghana shows that disability-related stigma and discrim-
inatory employment practices continue to undermine the tran-
sition from education to employment despite improvements in
educational access [20, 21]. These regional experiences sug-
gest that explicit inclusion mechanisms must accompany in-
stitutional coordination if demand-driven skills reforms are to
generate equitable employment opportunities across diverse
population groups.
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It is within this contested reform landscape that Tanzania's
National Framework for Academia-Industry Collaboration in
Skills Development and Employability (2026) must be situ-
ated. The framework seeks to institutionalize sector coordina-
tion, expand work-based learning (WBL), and align curricula
with Labour Market Information Systems (LMIS) to improve
labour market responsiveness [28]. However, whether its de-
mand-driven architecture sufficiently integrates safeguards
for intersectional inclusion remains analytically underex-
plored.

Against this background, this paper critically examines not
the necessity of demand-driven reform, but the inclusivity of
its institutional design. Specifically, it asks: To what extent
does Tanzania's National Framework for Academia-Industry
Collaboration embed structurally grounded mechanisms capa-
ble of ensuring equitable skills development and labour mar-
ket participation across intersecting social positions? While
previous studies of skills governance have primarily empha-
sized institutional coordination and labour market responsive-
ness, this study advances the discussion by integrating sys-
tems theory with intersectionality-informed disability studies
to evaluate whether governance arrangements simultaneously
promote economic efficiency and social justice. In doing so,
the paper offers a broader analytical framework for assessing
demand-driven skills development reforms in Tanzania and
other Sub-Saharan African countries.

2. Theoretical Framework

This study integrates Systems Theory and Intersectionality-
informed Disability Studies to interrogate the structural logic
of Tanzania’s National Framework for Academia-Industry
Collaboration. The selection of these theoretical lenses is de-
liberate. While systems theory explains institutional coordina-
tion and governance architecture, intersectionality interro-
gates how such systems distribute opportunity and constraint
across differentiated social positions. Together, they allow
analysis not only of whether the framework is structurally co-
herent, but also whether it is structurally equitable.

2.1. Systems Theory and Institutional
Coordination

Systems theory conceptualizes institutions as interdepend-
ent components operating within structured environments,
where interactions among subsystems determine overall sys-
tem performance [3, 12]. Rather than viewing policy domains
in isolation, systems thinking emphasizes feedback loops,
boundary permeability, and adaptive governance. In the con-
text of skills development, this perspective is particularly in-
structive because employability outcomes arise from the dy-
namic interactions among educational institutions, labour
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markets, regulatory bodies, and broader socio-economic struc-
tures.

Within skills governance, at least four critical subsystems
interact:

1) Curriculum and training design institutions

2) Industry and employer bodies

3) Regulatory and accreditation agencies

4) Labour Market Information Systems (LMIS)

Where coordination among these subsystems is weak, cre-
dential production may occur without corresponding labour
market absorption. Conversely, where systemic integration is
institutionalized, transitions from education to employment
become more coherent, efficient, and predictable.

Germany's dual vocational system is widely recognized as
a paradigmatic example of systemic coupling. Apprenticeship
contracts are legally embedded, industry chambers participate

EXTERNAL ENVIRONMENT
Labour market demand, technology,
demographics, global influences

in curriculum regulation, and employers co-administer certifi-
cation processes [7, 10]. This governance model creates insti-
tutional reciprocity through shared regulatory responsibility
rather than advisory engagement alone.

Tanzania’s framework reflects systems logic in its estab-
lishment of the National Skills Coordination Council and Sec-
tor Skills Councils. However, systems theory also emphasizes
enforceability and feedback integrity. Where institutional re-
lationships are consultative rather than binding, system stabil-
ity may remain fragile. Thus, systems theory enables evalua-
tion not merely of structural presence, but of regulatory depth
and accountability strength.

To clarify the institutional logic underpinning demand-
driven skills reform, Figure 1 presents the structural architec-
ture of academia-industry skills governance. The model illus-
trates the reciprocal interaction among institutional subsys-
tems that collectively shape employability outcomes.

A

curricula, skills development,
and work-based learning

L Governance Subsystem Rid e
7 A . s . . ~
~ National Skills Coordination Council, | u
/ policies, standards, \
/ B | o
’ and regulation | \
’ \
/ \
/ \
/ \
\

Education & Training Industry & Labour
Subsystem National Skills Market Subsystem
Universities, TVET institutions, /<> B el s e - <>  Employers, sector skills

System

!

councils, labour market
information, and demand
articulation

Inclusion & Equity
Subsystem
Gender, disability, youth, ‘
rural/urban inclusion and [
support mechanisms

FEEDBACK LOOP

/
/
\ /
| /

Continuous learning, monitoring,
and adaptive policy response

Figure 1. Systems-Theoretical Model of Skills Governance in Tanzania’s National Framework.

Figure 1. Systems Architecture of Academia-Industry Skills
Governance. The figure illustrates the institutional relation-
ships among education providers, industry, regulatory bodies,
and Labour Market Information Systems (LMIS), highlight-
ing the feedback mechanisms that shape employability out-
comes. Source: Author's conceptualization informed by sys-
tems theory [3, 12] and comparative vocational governance
literature [7].

Figure 1 conceptualizes skills development as a dynamic
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institutional system rather than a linear training pipeline. La-
bour market demand generates productivity signals that shape
employer expectations. These expectations influence curricu-
lum design within training institutions, which operate under
regulatory and accreditation oversight. Labour Market Infor-
mation Systems provide feedback loops that inform institu-
tional adjustment and policy recalibration. In highly integrated
systems, such as Germany’s dual vocational model, these in-
teractions are legally embedded and reciprocal. However,
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where coordination mechanisms lack enforceable accounta-
bility, the system may produce credential outputs without pro-
portional labour absorption. The figure, therefore, establishes
the structural foundation upon which Tanzania’s framework
can be analytically evaluated.

2.2. Intersectionality and Disability Studies

Intersectionality theory, first articulated by Crenshaw [6],
challenges universalist policy assumptions by demonstrating
that social categories such as gender, race, and disability in-
tersect to produce compounded disadvantage. Rather than
treating identity markers independently, intersectionality em-
phasizes the structural layering through which institutions re-
produce inequality through seemingly neutral institutional
processes.

Empirical labour market research confirms that disability
does not operate as a singular variable. Parker [22] conceptu-
alizes this phenomenon as "double discrimination,” whereby
women with disabilities experience both gender-based and
disability-based exclusion in employment pathways. Pet-
tinicchio and Maroto [23] further demonstrate that employ-
ment outcomes differ significantly when disability status in-
tersects with gender, even after controlling for educational at-
tainment. Together, these findings challenge the assumption

that skills acquisition alone is sufficient to equalize employ-
ment opportunities.

Disability studies scholars extend this critique further. Gar-
land-Thomson [11] and Meekosha [18] argue that modern la-
bour institutions are constructed around normative productiv-
ity standards that privilege particular bodies and cognitive
profiles. Consequently, institutional design itself may embed
structural forms of exclusion. When demand-driven skills
frameworks prioritize employer-defined productivity without
embedding reasonable accommodation safeguards, they risk
reinforcing normative labour expectations rather than trans-
forming them.

Moreover, gendered caregiving burdens disproportionately
constrain women's labour participation, particularly in con-
texts where social protection systems are limited [15]. Conse-
quently, skills alignment that fails to account for care respon-
sibilities may inadvertently privilege workers with fewer do-
mestic responsibilities.

While Figure 1 illustrates the institutional architecture of
skills governance, it does not explicitly account for how op-
portunities and constraints are distributed across different so-
cial positions. Figure 2, therefore, extends the systems model
by integrating structural inclusion as a co-determinant of eq-
uitable employability outcomes.

1. INTERSECTING IDENTITIES

Socio-economic Education

Disabili Gend: Rurali
fabiny e hee prarty status background

{

2. INSTITUTIONAL AND STRUCTURAL CONTEXT

Policies, laws, norms, cultural attitudes, labour market structures,
and resource distribution

i

3. INTERSECTIONAL BARRIERS

« Discrimination * Limited access to Workplace * Economic and ¢ Weak transition » Datagapsand
and stigma quality education ~  inaccessibility and financial pathways and invisibility in
and training acc i i ploy labour statistics
deficits engagement
(
4, INCLUSIVE SYSTEMS RESPONSE (National Framework 2026)
« Anti-discrimination * Accessible and * Workplace * Inclusive employer  « Disaggregated . |ntersectional
policies and jitabl i dati incentives and LMIS and accountability
rights protection and work-based and reasonable partnerships monitoring aechenisme
learning (WBL) adjustments

{

5. EQUITABLE LABOUR MARKET OUTCOMES

Improved employability, decent work, retention,
and career advancement for all,
including persons with disabilities and other marginalised groups

Figure 2. Intersectionality Framework for Inclusive Skills Development and Labour Participation.
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Figure 2. Integrated Analytical Model of Systems Effi-
ciency and Structural Inclusion. The figure illustrates how in-
stitutional coordination and structural inclusion interact to
shape equitable employability outcomes. Source: Author's
conceptualization integrating systems theory [3] and intersec-
tionality scholarship [6, 11].

Figure 2 advances the argument that systems coherence
alone is insufficient for equitable labour market outcomes.
The upper dimension of the model represents institutional ef-
ficiency through governance coordination, work-based learn-
ing integration, and labour market information feedback. The
lower dimension represents structural inclusion, incorporating
gender, disability, socio-economic status, and neurodiversity
as intersecting determinants of labour participation. The
model proposes that equitable employability emerges only
when systemic coordination intersects with inclusion safe-
guards. Absent this intersection, demand-driven reforms may
enhance productivity metrics while simultaneously reproduc-
ing stratified labour outcomes. The figure thus operationalizes
the theoretical integration guiding this study.

2.3. Theoretical Position of This Study

This study is positioned at the intersection of these two the-
oretical traditions. It does not treat inclusion as an auxiliary
policy concern but as a structural dimension of systems per-
formance. It therefore evaluates Tanzania’s demand-driven
framework as a governance system whose legitimacy depends
not only on economic responsiveness but on distributive jus-
tice.

3. Methodology

3.1. Research Design

This study adopts a qualitative systematic policy review de-
sign to critically interrogate Tanzania’s National Framework
for Academia-Industry Collaboration in Skills Development
and Employability. The choice of a systematic review ap-
proach is grounded in the need for methodological transpar-
ency, structured evidence synthesis, and analytical rigor when
examining policy frameworks that operate at the intersection
of governance, labour markets, and inclusion.

Unlike narrative literature reviews, systematic reviews em-
ploy explicit selection criteria, defined analytical procedures,
and structured synthesis protocols to minimize bias and en-
hance methodological transparency and replicability [24]. Alt-
hough systematic reviews are most commonly associated with
quantitative health sciences research, their structured method-
ology has increasingly been adapted for qualitative and policy
research, where conceptual synthesis rather than statistical ag-
gregation is required.

The objective of this study is not to measure impact out-
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comes but to evaluate structural design coherence and inclu-
sion integration within the Tanzanian framework. Therefore,
a qualitative interpretive approach was adopted.

3.2. Data Sources and Selection Strategy

The review incorporated three categories of sources:
1) Primary Policy Documents
a) Tanzania's National Framework for Academia-Indus-
try Collaboration in Skills Development and Employ-
ability [29]
b) National Strategy for Inclusive Education (2018-2021)
[28]
¢) Relevant African Union and UNESCO policy instru-
ments
2) Comparative International Skills Governance Literature
a) Germany's dual vocational system [7, 10]
a) Singapore's SkillsFuture ecosystem [4, 16]
b) African vocational and employment policy reforms

3) Inclusion, Disability, and Intersectionality Scholarship

a) Intersectionality theory [6]

a) Disability and labour inequality research [22, 23]
b) Structural stigma and labour barriers [21, 30]

¢) Gendered labour participation [15]

A purposive sampling strategy was used to select sources
that directly engaged with skills governance, labour market
alignment, disability inclusion, or intersectional labour ine-
quality. Purposive sampling is appropriate where the objective
is theoretical depth rather than statistical generalization [9].

Inclusion criteria required that sources:

1) Address institutional skills governance or vocational re-

form;

2) Engage explicitly with labour market participation;

3) Contribute conceptually or empirically to disability or

gendered labour analysis.

This structured selection strategy ensured that all included
sources were directly relevant to the study's research question
while maintaining consistency between the theoretical frame-
work, analytical strategy, and policy evaluation objectives.

3.3. Analytical Strategy

The analysis proceeded in three sequential stages.

Stage 1: Structured Review Protocol

Guided by the systematic review framework proposed by
Pollock and Berge [24], the review followed four structured
stages:

1) Definition of the research question;

2) Application of explicit inclusion and exclusion criteria;

3) Structured extraction of governance and inclusion varia-

bles; and

4) Cross-document comparison.

This systematic process enhanced methodological transpar-
ency and analytical consistency.

Stage 2: Thematic Analysis
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Thematic analysis was employed to identify recurring
structural patterns within the Tanzanian policy framework and
the comparative literature. Following the thematic analysis
framework developed by Braun and Clarke [2], the analysis
involved:

1) Familiarization with the policy documents;

2) Initial coding of governance, inclusion, financing, and

accountability mechanisms;

3) Development of themes relating to:

a) Systems coherence;

b) Demand alignment;

¢) Structural inclusion safeguards; and
d) Monitoring and enforcement gaps;

4) Refinement of themes through theoretical integration

with systems theory and intersectionality.

Thematic analysis was selected because it enables in-depth
interpretation of policy content while preserving the contex-
tual meaning of governance and inclusion processes.

Stage 3: Comparative Policy Synthesis

To avoid evaluating Tanzania's framework in isolation, a
structured comparative policy synthesis was undertaken.
Comparative policy analysis enhances interpretive validity by
situating national reforms within broader institutional and
governance contexts [32]. Germany and Singapore were se-
lected as paradigmatic examples of coordinated skills govern-
ance, while African disability and labour market studies pro-
vided contextually relevant perspectives for interpreting the
Tanzanian framework.

The purpose of the comparison was not to rank policy sys-
tems but to undertake a structural analysis of institutional de-
sign by identifying inclusion mechanisms embedded within
comparative governance models and assessing whether equiv-
alent provisions are incorporated into Tanzania's National
Framework for Academia-Industry Collaboration.

The sequential application of these three analytical stages
enhanced the credibility of the review by ensuring that policy
documents were examined systematically, interpreted through
established theoretical frameworks, and contextualized using
comparative international evidence.

3.4. Analytical Framework Integration

The methodological design is aligned with the dual theoret-
ical framework outlined earlier:

1) Systems theory guided the evaluation of governance ar-
chitecture, coordination mechanisms, and institutional
reciprocity.

2) Intersectionality and disability studies guided the analy-
sis of distributive effects and structural inequality.

This dual-lens approach ensured that the evaluation did not

privilege efficiency metrics over equity considerations.

The sequential application of these three analytical stages
enhanced the credibility of the review by ensuring that policy
documents were examined systematically, interpreted through
established theoretical frameworks, and contextualized using
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comparative international evidence.

3.5. Methodological Reflexivity and Limitations

This study is document-based and therefore evaluates pol-
icy design rather than implementation outcomes. While docu-
ment analysis allows deep structural interrogation, it does not
capture lived experience or institutional practice variations.
However, given that governance architecture precedes imple-
mentation dynamics, design analysis remains analytically jus-
tified at this stage.

A further limitation relates to the nature of policy document
analysis itself. National policy frameworks represent formal
institutional intentions and regulatory commitments, which
may not fully reflect implementation practices across different
sectors or geographical contexts. Consequently, the findings
of this study should be interpreted as an assessment of policy
design and institutional architecture rather than an evaluation
of implementation effectiveness or labour market outcomes.
Future research could strengthen these findings through em-
pirical investigations involving policymakers, employers, ed-
ucation providers, and persons with disabilities to examine
how the framework is implemented in practice and identify
barriers or enabling factors influencing inclusive skills devel-
opment.

Additionally, the review is theoretically driven rather than
exhaustive of all available literature. The purposive sampling
strategy prioritizes conceptual relevance over comprehensive-
ness.

4. International Comparative Models

To situate Tanzania’s framework within broader institu-
tional practice, a structured qualitative comparison was under-
taken. The comparison is not normative ranking but analytical
positioning, guided by systems theory and inclusion scholar-
ship.

Four structural criteria were used:

1) Legal embedding - the extent to which skills governance
is institutionalized through binding legislation rather
than advisory coordination.

2) Inclusion financing - the presence of explicit financial
mechanisms supporting marginalized participation (e.g.,
levy-grants, accommodation funding, lifelong learning
credits).

3) LMIS integration - the degree to which labour market
data directly informs training design and enrolment plan-
ning.

4) Employer accountability - whether employer participa-
tion is legally mandated, incentivized, or consultative.

These analytical criteria are grounded in the comparative
vocational governance literature [7, 10, 16] and disability-in-
clusive labour market research [30].
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Table 1. Comparative Skills Governance Models.

Country Legal Embedding Inclusion Financing LMIS Integration ll;lirl?tl);oyer Accounta-
. . . High (binding

Germany Strong (statutory apprenticeship law) Moderate High contracts)

Singapore Strong (statutory SkillsFuture framework) gzg(jl;tg)latlonal training Very High High

South Af- Moderate (Skills Development Act & . .

rica SETAS) Targeted equity funding Moderate Moderate

Tanzania Emerging (framework-based coordination) ~ Weak Emerging Advisory

Source: Author's synthesis based on comparative vocational governance literature [7, 10, 16], skills development research from South Africa
[17], disability-inclusive labour market analysis [30], and Tanzania's National Framework for Academia-Industry Collaboration in Skills De-

velopment and Employability [29].

Germany’s dual system demonstrates legally embedded ap-
prenticeship contracts and employer co-certification authority.
Singapore institutionalizes labour analytics and lifelong learn-
ing credits within a centralized governance structure. South
Africa operates levy-funded sector bodies with targeted equity
provisions. Tanzania’s framework establishes a coordination
architecture but does not embed employer obligations or struc-
tured inclusion financing mechanisms at comparable depth.

5. Inclusion and Labour Participation

The presumption that vocational expansion automatically
improves labour market outcomes has been consistently chal-
lenged in disability and labour inequality scholarship. Evi-
dence suggests that skills acquisition alone does not neutralize
structural barriers embedded within labour institutions. In
South Africa, although Sector Education and Training Author-
ities (SETAS) have strengthened institutional coordination for
skills development, challenges in identifying labour market
skills needs and aligning training with workforce demand con-
tinue to constrain the effectiveness of the skills development
system [17]. Similarly, research from Ghana identifies persis-
tent disability stigma and discriminatory employment prac-
tices that continue to undermine the transition from education
to employment despite improvements in educational access
[20, 21]. Together, these findings suggest that expanding vo-
cational education alone is insufficient unless accompanied by
structural inclusion measures that address barriers within la-
bour market institutions.

Intersectionality research further complicates the relation-
ship between skills development and labour market participa-
tion. Pettinicchio and Maroto [23] demonstrate that disability
intersects with gender to produce differentiated employment
outcomes even when educational attainment is comparable.
Parker [22] conceptualizes this phenomenon as "double dis-
crimination,” while Crenshaw's intersectionality framework
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[6] explains how formally neutral institutional arrangements
may reproduce layered forms of disadvantage. Collectively,
these findings suggest that demand-driven skills development
reforms may disproportionately benefit individuals who are
already advantageously positioned within existing labour mar-
ket structures.

Structural constraints extend beyond discrimination. The
World Bank [30] identifies recurrent barriers to disability-in-
clusive labour market participation in Sub-Saharan Africa, in-
cluding workplace inaccessibility, stigma, the absence of dis-
ability-disaggregated labour market data, and weak employer
incentive mechanisms. Without systematic data collection and
financing mechanisms to support reasonable accommodation,
labour market inclusion remains contingent rather than insti-
tutionalized. Schur et al. [25] further demonstrate that em-
ployer-provided reasonable accommodations significantly
improve employee retention and productivity, challenging the
assumption that workplace inclusion imposes excessive cost
burdens.

Gendered labour dynamics further intensify these patterns.
Care responsibilities, disproportionately borne by women,
constrain labour market participation and career progression,
particularly where social protection systems are limited [15].
When disability intersects with gendered caregiving responsi-
bilities, labour market exclusion becomes structurally rein-
forced [23]. Disability studies scholars further argue that in-
stitutional systems frequently privilege normative productiv-
ity standards that marginalize diverse embodied and cognitive
experiences [11, 18].

Taken together, the literature suggests that inclusive labour
participation depends not merely on alignment efficiency but
on embedded structural safeguards. Demand-driven skills re-
forms that lack enforceable inclusion mechanisms risk repro-
ducing stratified employment outcomes rather than transform-
ing them.
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The literature on disability and labour participation consist-
ently identifies recurring structural barriers that mediate the
translation of skills acquisition into employment outcomes.

Table 2 synthesizes key empirical findings and their implica-
tions for skills governance reform.

Table 2. Structural Barriers to Disability-Inclusive Labour Participation Identified in Empirical Literature.

Structural Bar-
rier

Structural
discrimination
and stigma

Intersectional
“double disad-
vantage.”

Accommodation
deficits

Weak inclusive
education-to-

Nature of the Barrier

Persistent negative
perceptions and
institutional bias are
affecting hiring and
retention

Compounded exclu-
sion at the intersection
of disability and gen-
der

Lack of reasonable
workplace adjustments
limits productivity and
retention

Limited transition
structures linking in-
clusive education to

Empirical or Theoretical
Contribution

Ocran [21]: Disability
stigma and structural
discrimination; Spassiani
& Friedman [26]: Identity-
based exclusion.

Gender-disability employ-
ment inequality [23]; dou-
ble disadvantage in educa-
tion-employment transi-
tions [13].

Reasonable accommoda-
tions improve job retention
and productivity [25].

Inclusive education imple-
mentation challenges [28];
transition-to-work weak-

nesses in Sub-Saharan Af-

Implication for Skills
Reform

Skills alignment alone
is insufficient without
anti-discrimination
safeguards

Inclusion policies
must address inter-
secting identities, not
single-category target-
ing

Financing and regula-
tory mechanisms for
accommodation are
essential

Skills frameworks
must integrate transi-
tion planning and data

Proposed Policy Intervention

Strengthen enforcement of anti-
discrimination legislation,
employer awareness programmes,
and inclusive recruitment policies.

Develop intersectional monitoring
indicators and targeted employment
programmes for women and per-
sons with disabilities.

Introduce employer incentives, ac-
commodation funds, and workplace
accessibility standards.

Institutionalize transition planning,
work-based learning pathways, and
disability-disaggregated labour

work pipeline emplovment
ploy rica [30].

The synthesis demonstrates that barriers to labour inclusion
operate at institutional, intersectional, and structural levels.
The proposed policy interventions summarized in Table 2 il-
lustrate that addressing these barriers requires coordinated ac-
tion across legislation, institutional governance, employer
practices, and labour market monitoring systems rather than
isolated policy measures. These findings reinforce the argu-
ment that demand-driven reforms must embed inclusion
mechanisms within governance architecture rather than treat-
ing access as an auxiliary objective.

6. Neurodiversity and Autism in Skills
Governance

Neurodiversity has emerged as a critical frontier in contem-
porary labour market inclusion debates, challenging conven-
tional assumptions about competence, productivity, and work-
place design. Autism spectrum conditions, estimated to affect
approximately 1 in 100 children globally, affect millions of
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tracking market information systems.

individuals across the lifespan [31]. Despite growing recogni-
tion of the strengths and abilities of autistic people, they con-
tinue to experience substantial barriers to employment and
workplace inclusion [5, 8]. However, the employment gap
cannot be reduced to an individual deficit. Increasingly, schol-
arship situates the exclusion of autistic people within institu-
tional and relational dynamics rather than intrinsic incapacity
[19].

Doyle [8] advances a biopsychosocial model of neurodiver-
sity at work, arguing that workplace performance outcomes
are co-produced by individual characteristics and organiza-
tional environments. This perspective shifts the analytical fo-
cus from individual impairment to organizational design and
workplace inclusion. Milton's "double empathy problem" [19]
further challenges deficit-based interpretations by proposing
that communication difficulties between neurotypical and
neurodivergent individuals are reciprocal rather than unilat-
eral. Collectively, these perspectives question productivity
systems that are structured around normative expectations of
communication and social interaction.
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Empirical research further complicates the exclusion narra-
tive by demonstrating that autistic individuals often exhibit
strengths in pattern recognition, attention to detail, and task
persistence when workplace environments are appropriately
structured [5]. However, successful employment outcomes
depend not only on individual capabilities but also on organi-
zational support, including inclusive workplace practices, ap-
propriate job design, and supportive management [1, 8].
Where work-based learning (WBL) pathways lack adaptive
supervision and reasonable accommodation mechanisms,
neurodivergent individuals are more likely to encounter barri-
ers during recruitment, workplace transition, and internship
opportunities.

Within the Tanzanian context, the Neurodiversity Intern-
ship Program implemented at Ubongo Learning provides an
emerging example of how structured mentorship, workplace
adaptation, and inclusive supervision can facilitate meaning-
ful labour market participation for neurodivergent individuals
[14]. This initiative illustrates that exclusion is not an inevita-
ble consequence of neurodiversity but is substantially shaped
by institutional design and workplace practices. However,
Tanzania's National Framework for Academia-Industry Col-
laboration in Skills Development and Employability does not
explicitly incorporate neurodiversity-responsive work-based
learning (WBL) standards, employer guidance on workplace
accommodations, or mechanisms to support inclusive super-
vision [29].

The implication is theoretically significant. If skills govern-
ance prioritizes employer-defined productivity without em-
bedding adaptive supervisory and communication frame-
works, neurodivergent candidates may remain structurally
marginalized despite credential acquisition. Thus, neurodiver-
sity extends the inclusion debate beyond access to training; it
compels reconsideration of the normative assumptions em-
bedded within demand-driven labour alignment itself.

7. Tanzania Empirical Context: The
Education-Labour Transition Gap

Tanzania's commitment to inclusive education is formally
articulated in the National Strategy for Inclusive Education
(2018-2021) [28], which advances the principles of equitable
access, participation, and non-discrimination within the edu-
cation system. The strategy aligns with international commit-
ments to inclusive education by emphasizing the removal of
barriers to learning and participation at the school level. How-
ever, its primary focus remains on basic and secondary educa-
tion, with limited attention to structured post-school transition
pathways linking education, skills development, and employ-
ment.

This fragmentation is not unique to Tanzania but reflects a
broader policy discontinuity between inclusive education
frameworks and labour market governance structures. Evi-
dence from Tanzania indicates that children and young people
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with disabilities continue to encounter barriers to participation
across education and subsequent pathways to skills develop-
ment and employment [27, 28]. The absence of coordinated
tracking systems, structured work-based learning (WBL)
pathways, and employer incentive mechanisms contributes to
what may be described as systemic leakage, a progressive nar-
rowing of participation as individuals move along the educa-
tion-to-employment continuum.

From a systems theory perspective, this gap reflects weak
vertical integration between education and labour market sub-
systems [3, 12]. As a result, inclusive education operates
largely independently of labour market institutions, limiting
continuity across the education-to-employment continuum.
Without effective feedback mechanisms linking educational
outcomes to industry engagement, inclusive access during ear-
lier stages of education does not automatically translate into
equitable labour market participation. Intersectionality schol-
arship further suggests that where transition support systems
are weak, individuals positioned at the intersection of disabil-
ity, gender, and socio-economic disadvantage experience
compounded forms of exclusion [6, 23].

The empirical challenge, therefore, is not merely access to
schooling but continuity across the skills pipeline. Where in-
clusive education policy is not structurally linked to work-
based learning (WBL), labour market information systems,
and employer accountability frameworks, participation gains
at foundational levels dissipate before labour integration oc-
curs. In this context, Tanzania’s National Framework for Ac-
ademia-Industry Collaboration represents a potential bridge.
However, the degree to which it explicitly integrates disabil-
ity-responsive transition mechanisms remains analytically un-
derexamined.

8. Discussion

The analysis indicates that Tanzania's National Framework
for Academia-Industry Collaboration in Skills Development
and Employability reflects a governance logic consistent with
contemporary demand-driven skills development paradigms.
By institutionalizing sector coordination mechanisms, ex-
panding work-based learning (WBL) opportunities, and pro-
posing Labour Market Information Systems (LMIS), the
framework aligns with international efforts to reduce the cre-
dential-employment disjuncture observed across Sub-Saharan
Africa [30]. From a systems theory perspective, the frame-
work demonstrates considerable structural ambition by recog-
nizing that employability outcomes emerge through interac-
tions among educational institutions, regulatory bodies, and
industry actors rather than through isolated curricular reforms
[3,12].

However, comparative vocational governance scholarship
suggests that institutional coordination alone does not guaran-
tee systemic coherence or long-term stability. In Germany's
dual vocational education and training (VET) system, em-


http://www.sciencepg.com/journal/iecon

Innovation Economics

https://www.sciencepg.com/journal/iecon

ployer participation is legally embedded through apprentice-
ship contracts, shared governance arrangements, and cham-
ber-based certification processes, creating reciprocal account-
ability between training institutions and industry [7, 10]. Sim-
ilarly, Singapore's SkillsFuture model integrates labour mar-
ket analytics with statutory governance arrangements and sus-
tainable financing mechanisms to ensure that skills alignment
is both evidence-informed and institutionally supported [16].
In both cases, system coherence is reinforced through legally
embedded responsibilities, institutional accountability, and
structured incentives rather than advisory engagement alone.

When Tanzania's National Framework for Academia-In-
dustry Collaboration in Skills Development and Employabil-
ity is examined through an intersectionality-informed inclu-
sion lens, a critical asymmetry becomes evident. While gov-
ernance coordination mechanisms are articulated with relative
clarity, structural safeguards for equitable participation are
less explicitly embedded. Intersectionality scholarship argues
that labour markets are not neutral systems of resource alloca-
tion but are shaped by intersecting structures of gender, disa-
bility, and socio-economic inequality [6]. Empirical evidence
further demonstrates that disability intersects with gender to
produce differentiated employment outcomes even when edu-
cational attainment is comparable [23]. Consequently, de-
mand-driven skills alignment may improve aggregate employ-
ability outcomes without necessarily ensuring equitable par-
ticipation across intersecting social identities.

This finding suggests that institutional coordination, while
necessary, is insufficient unless accompanied by explicit gov-
ernance mechanisms that promote equitable participation
across diverse population groups.

The absence of disability-disaggregated labour market data
within Tanzania's National Framework for Academia-Indus-
try Collaboration in Skills Development and Employability
further constrains its capacity for monitoring and evaluation.
Without systematic data collection and tracking, transition
gaps affecting persons with disabilities are likely to remain
obscured within aggregate labour market statistics [30]. Like-
wise, the limited attention given to financing mechanisms for
reasonable workplace accommodations raises concerns about
the practical accessibility of work-based learning (WBL) op-
portunities. Evidence demonstrates that employer-provided
reasonable accommaodations significantly improve employee
retention and productivity [25], suggesting that inclusive la-
bour market participation depends on institutional support
mechanisms rather than discretionary employer goodwill.

These limitations have important implications for neurodi-
versity-responsive governance. Research on neurodiversity in
employment demonstrates that workplace outcomes are
shaped not only by individual capabilities but also by organi-
zational practices, supervisory approaches, and communica-
tion environments [8, 19]. In the absence of neurodiversity-
responsive work-based learning (WBL) guidelines and inclu-
sive workplace standards, demand-driven skills systems risk
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reinforcing normative productivity expectations that margin-
alize cognitive diversity.

The central issue, therefore, is not the legitimacy of de-
mand-driven reform but its sufficiency. Systems coherence
enhances efficiency; however, without legally embedded in-
clusion mechanisms, disability-responsive governance, and
structured financing instruments, efficiency gains may coexist
with stratified labour market participation. Tanzania's Na-
tional Framework for Academia-Industry Collaboration in
Skills Development and Employability, therefore, occupies a
pivotal policy juncture. While it establishes an important in-
stitutional architecture for coordination, the sustainability, in-
clusiveness, and equity of its outcomes will ultimately depend
on whether inclusion safeguards are embedded as core gov-
ernance components rather than supplementary considerations.
Taken together, these findings suggest that demand-driven
skills development reforms cannot achieve equitable labour
market outcomes through institutional coordination alone. Ra-
ther, they must embed explicit governance mechanisms that
promote accessibility, accountability, equitable participation,
and institutional responsiveness across diverse learner and
worker populations.

9. Conclusion and Policy Implications

Tanzania’s National Framework for Academia-Industry
Collaboration constitutes a significant institutional interven-
tion within the broader shift toward demand-driven skills gov-
ernance across Sub-Saharan Africa. Its emphasis on sector co-
ordination, work-based learning, and labour market respon-
siveness reflects recognition that employability outcomes are
systemically produced rather than individually determined.
From a governance perspective, the framework establishes
foundational architecture for aligning education with eco-
nomic transformation priorities.

However, comparative vocational systems and intersec-
tional labour research demonstrate that alignment efficiency
alone is insufficient to secure equitable participation. Where
inclusion safeguards are not structurally embedded, demand-
driven reforms may enhance aggregate employment indicators
while leaving patterned inequalities intact. Disability-dis-
aggregated labour market information systems, structured em-
ployer accommodation incentives, and enforceable accessibil-
ity standards are not peripheral enhancements but core deter-
minants of distributive outcomes. Without such mechanisms,
transition pathways from education to employment risk privi-
leging those already positioned advantageously within labour
hierarchies.

The analysis, therefore, suggests that the next phase of re-
form must move beyond coordination toward institutionaliza-
tion. Integrating disability-disaggregated LMIS reporting
would strengthen evaluative accountability; embedding levy-
based or fiscal incentives for inclusive employers would align
productivity objectives with equity commitments; mandating
accessible work-based learning standards would ensure that
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transition structures are operationally inclusive; and incorpo-
rating intersectional monitoring indicators would prevent ag-
gregate performance metrics from obscuring stratified partic-
ipation patterns. Additionally, institutional guidance on neu-
rodiversity-responsive supervision models would recalibrate
productivity norms within emerging sectors of the economy.
In this sense, Tanzania stands not at the beginning of reform
but at a structural inflection point. The framework has laid the
groundwork for coordinated skills governance. Its long-term
legitimacy, however, will depend on whether inclusion is in-
tegrated as a constitutive principle of system design rather
than appended as a supplementary objective. If efficiency and
equity are institutionally coupled, demand-driven skills gov-
ernance can contribute not only to economic growth but to eg-
uitable labour participation across intersecting social positions.
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