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ABSTRACT

Despite the various ongoing campaigns onsmiasplementation of OPRAS
taking place country wide especially in tpablic service, still municipalities
has low OPRAS implementation coverage. Therpose of this study was to
investigate factors limiting implementation of RRS inTemeke Municipal

Council. The study employed a cross sectistatly design. The study involved
a sample size of 80 people, where by 75 warployees at low level and few
5 heads of departments.The findings of thedystindicate that, lack of top
management support, lack of reliable transpgobor communication, poor
provisional of knowledge, personal biasness, poorlack of motivation, un

acceptance of the system and lack of trainingetimesye the main factors hindering
implementation of OPRAS in the municipal coundhe finding of the study also
shows that promotion to a great extent affectRAE system in positive and
negative way. Promotion viewed as a punishmiemt those who perform low

and it viewed positively for those who penio high. OPRAS broughtsome
positive changes in service deliveryto employeed aranagement. The study
recommendations include the followings that mwstbne; increase the budget for
evaluation process, motivate employees in ordewvitotheir commitment to work,

giving them more training and seminars, employ ghowompetent workers,

creating good working condition, increase workeakuses, provision of immediate
bonus and rewards for those who perform well al®iR®S should not much used
for promotion purpose, should focus on improving jgerformance for those who

perform low.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Problem

The Public sector in most countries is going throygofound restructuring as a
means of achieving improved service delivery andmaltely alleviating poverty.
Faizal (2005) argues that a growing number of ehgks today have forced the
public service to set strategies in pursuit of kigkfficiency and productivity in

public service delivery.

Metawie and Gilman (2005) note that, like thevat® sector public sector
organizations around the world face the pressuni@areased demand for services,
improving quality of services, lowering their coftecoming more accountable,
customer focused and responsive to stakeholdef@rpnces. These challenges rest
on the shoulders of public servants who deliverlipudervices. The introduction of
Open Performance Review and Appraisal System (OBRABuUs part of responses
of governments in the South including of TanzaniaiMand to national and
international pressures that call for better waysianaging employees' performance

and improving their commitment to performance agnvise delivery to the public

The Government of Tanzania (GoT) introduced therOperformance Review and
Appraisal System (OPRAS) in 2004. This replaced tifaglitional performance
appraisal system which was characterized by absaricdeedback and un
participatory identification of the training needé the employees. Literature, for

instance Bana, (2009) and Mgoma (2010) points bat tlue to its nature of



confidentiality the traditional performance appahisystem failed to promote
performance improvement and accountability in tbblig service. In an attempt to
facilitate the implementation of OPRAS in the puabdervice the Government has
successively introduced various systems of meagusiarkers' performance as a
response to the dissatisfaction with the previgaditional top-down performance

appraisal system (President's Office Public SertMeeagement (PO-PSM, 2010).

This view is in consonance with Armstrong's (200B6¥ervation that the traditional
performance appraisal approach has been widelyedised because it is operated as
top-down and largely bureaucratic, owned by the dnumesource department rather
than by line managers. The author adds that thitiomal Performance Appraisal
Scheme solely exists as a means of exercising reaahgontrol over employees
and also as a tool leading to punishment against performers. Thus traditional
performance appraisal system has not been commiebernough to foster

performance management.

As observed by Ronsholt, Mushi, Shallanda and A§2@§3),"OPRAS is replacing
the old system where workers, at the end of the fidad individual evaluation
forms and their performance was evaluated confidinor secretly” In response to
the deficiencies of the traditional performanceramal the government of Tanzania
adopted and introduced a Result Based Managem®&i!)fhat is also referred to
as Performance Improvement Model (PIM) (Bana 200%)s approach, among
other things, requires all public service instiias to plan, implement, monitor,
evaluate, and report on performance, and finallyycaut performance reviews.

Other tools introduced for performance managementhé public sector include



strategic and operational planning, client sendbarters, service delivery surveys,
self-assessmentprograms, performance budgetsothprehensive Monitoring and
Evaluation (M&E) system and Open Performance Revéed Appraisal System

(OPRAS) (Bana 2009).

Many authors have referred to ineffective impleragoh of this modern

performance appraisal system (OPRAS), (Issa 20dd3 that various attempts have
been made in vain to enable installation of this sgstem of performance appraisal
including training ofpublicservants, while abou025ublic servants were trained on
the use of OPRAS from the year 2004 to 2008 itslempntation has not been

effective (Bana 2009).

Thus, this study investigates the factors limitthgimplementation of OPRAS in a
proposed local government authority that is Temekeiblpal Council as a case

study.

1.2  Statement of the Research Problem

Despite the fact that introduction of the Open &enbince Review and Appraisal
System (OPRAS) is intended to support accountglmfiindividual, public servants
for their work performance to their employers, tbeheme as Kiragu (2005), claims
has not been a success. The implementation exewes expected to vary from
one organization to another and from level level,but ought to have the
following common element(URT; PSMEP;2000);The UditeRepublic of
Tanzania(2000) Public service management and Emm@oy Policy “Public service

management (2004)” Guidelines on the use BRAS form TRN 832", Dar es



salaam, Tanzania. Everyemployee including peem@arsecretaries and Heads of
independent Departments, shall be given b pescription incorporating
specific, measurable objectives for the restiiey are to achieve in the
following 12 months. The job description apdrformance objectives shall be
drawn up in consultation with the employee asidhll include personal and
skill development objectives as well as apienal objectives and Employees
shall be given feedback at regular intervafsnot less than six months on
their performance against the objectives, amdl she given advice and support

to improve any shortcoming also.

A written performance assessment shall be caegleach year, and its contents
discussed between the employee and his ordmorting officer the assessment
interview shall provide the opportunity tosdiss the employees training and
career development needs, as well as to repeggood performance and to
examine the reasons and agree on remedimnawhere performance has not

matched the required standard.”

Regardingitsadoptionand institutionalization (POP&dort, 2010) revealed that the
compliance rateof OPRAS among employees in Tanzarpablic service is

estimated to be about 51 percent for a varietyeasons, including complexityof the
OPRA forms. As suggested byBana (2009), nearlycadke afterthe introduction of
OPRAS its institutionalization has remained patchy.thisstudy the researcher
addresses to investigate factors affecting implaation ofOPRAS inTanzania

public services atTemeke Municipal Council (TMC).



1.3 Objectives of the Study

1.3.1 General Objective

The general objective of this study is to invedegiactors affecting implementation
ofOpen Performance Review and Appraisal Systemamezania reference to Temeke

Municipal Council

1.3.2 Specific Objectives

(i) To examine employees knowledge over implementatiddPRAS.

(i)  To identify management decision making over thelamgntation of OPRAS.
(iif) To assess performance targets set by employees.

(iv) To examine appraisal grades, criteria and standards

14 Research Questions

() What are employees knowledge over implementaticDRIRAS?

(i)  What is the management decision making over théeimentation of OPRAS?
(i)  What is the performance targets set by employees?

(iv) What are the qualities of appraisal grades, catand standards?

15 Significance of the Study

Since this study aims at investigating factors timg the implementation of OPRAS
in Temeke Municipal council hence the findings leelpto identify challenges
preventing successful implementation of OPRAS whsckthe modern approach of
appraising employees adopted and introduced in T&@ in those with similar
environmental and social contexts like Kinondonidiade Municipal councils and

also can be used as a reference by other stakehslgeh as students with interest in



OPRAS also helps the Human Resources officersarcéise study council to make
improvements they deem fitting to make the OPRA®tions contribute to councils

excellence.

1.6 Scope of the Study

The study ended over to examine how OPRAS is imphed in Temeke
Municipality and the degree to which employee pgtte in performance appraisal
system. Apart from that this study found out thectdes that limiting the
implementation of OPRAS in public service in Tanaarlso the study assessed the
perception of employees towards involvement in OBRAe study effort was

carried out by means of a case study of Temeke &/adity.

1.7 Organization of the Study

This study organized into five chapter; Chapter @nevides background to the
problem, statement of the research problem, obgctf the study, research
questions, scope of the stud\y, organization of gshely and significance of the
study, Chapter two presents literature reviewsaesh gap, concept frame work and
theoretical framework. Chapter three describesaresemethodology, chapter four
describes findings and analysis of data profileregpondents, and chapter five

provides summary of the main findings,conclusiod sscommendations.



CHAPTER TWO

LITERATURE REVIEW

2.1  Introduction

This chapter reviews general terms used in thisares paper which were critiqued
specifically chosen and defined in order to endblners to follow the overall
account. This study employed a number of conceptgories which related to
factors hindering implementation of open perfornganeview (OPRAS) in public

services. In Tanzania the cases study of TemekedpahiCouncil.

2.2 Conceptual definitions
This area explain several concepts used in thdystlhe terms are; Performance

appraisalperformance appraisal system and concept of OPRAS.

2.2.1 Conceptual of performance Appraisal

Performance evaluation or performance appraisalthis process of assessing the
performance and progress of an employee or gfoap of employees on a given
job and his potential for future development @ugp2006) argues that performance
appraisal is he systematic , periodic and arang rating of an his employee’s

excellence in matters pertaining to his pregebt and potential for a better job.

2.2.2 Concept of OPRAS
Open Performance Review and Appraisal System (OBRA&n open, formal and

systematic procedure designed to assist both thgloger and an employee in



planning, managing, evaluating and effecting penfomce improvement in the
organization with the aim of realizing organizaabmoals (Management Sciences
for Health and Training Resources Group 2008). Tgpivia (2010) OPRAS is a key
accountability for individual employees that empbas the importance of
participation, ownership and transparency, througholving employees in

objectives setting, implementing, monitoring andi@@nance reviewing process.

According to Bana (2009), Open Performance Reviewl &ppraisal System
(OPRAS) are one of the critical tools that arei@altto the adoption and nurturing of
performance management culture in the public serviccording to PO-PSM
(2010) OPRAS is a system which requires every pug#grvant to sign an individual
performance agreement with his/her immediate sug@rwwhich sets performance

targets for the year.

2.3  Theoretical Literature Review

There are many theories of motivation anbpgrformance and those theories
are categorised into content and process theo@esitent theory include Maslow’s
need of theoryand theory X and theory Y. The pred¢ksory includes goal-setting

theory and expectancy theory.

2.3.1Process theories of job Performance
According to Mbua (2003), The process theanfy motivation and job
performance areprimarily concerned with expfnhow individuals behaviour

is energized, directed, sustained and stope Tnain process theories of



motivation and job performance reviewed iis teection include the following,

expectancy theory, goal — setting theory anditgdineory.

2.3.1.1 Goal-Setting Theory

Goal-setting theory proposed by Edwin Locked (1968% Theory suggests that the
individual goals established by employee play apdrtant role in motivating him
for superior performance. This is because empldgsps following their goals. If
these goals are not achieved they either improeg trerformance or modify the
goals and make them more realistic. In case thienpeance improves it will result
in achievement of the performance management syait@s (Salaman et al., 2005).
The Theory is very important to individual employaed the organization, also it
helped the researcher to understand that in ordengloyee to perform very good
in organizations, the management has to allow eyegls actively participate in
setting goals, the goals and action plans mustesaw the basis for regular
discussions between the manager and the emplopeerefular discussion provide
an opportunity for the managers and employeessttuds progress and modify goals
when necessary. Due to thisit help an employeemprave performance hence

archive its established goals.

2.3.1.2 Expectancy Theory

Expectancy theory proposed by Vroom (1964) as ditedSalaman et al., 2005) it
based on the hypothesis that individuals adjust behavior in the organization n on
the basis of anticipated satisfaction of valuedlg@®t by them. The individuals

modify their behavior in such way which is mostelk to lead them to attain these
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goals. The theory underlies the concept of perfacaananagement as it is believe

that performance is influenced by the expectatammerning future events.

Employee motivates to perform if they have the eption that their efforts will

result in successful performance. Employee to bdivated must expect that
successful performance will result in desirableconotes. Thus intrinsic outcomes
directly related to the task itself and extrinsitamme related to the job environment

like salary and working conditions.

Vroom (1964) suggests three basic variables in wvabtn process,

Expectancy,Instrumentality and Valence. Expectaviagiables are effort a person
makes to obtain first level outcome, it influendeg him or herself or how the
outcome will be. Instrumentality Variable in thght of this theory, reaching a first-
level outcome may in itself not mean anything t@eason, it may, however be
instrumental in reaching a second-level outcomeward. For example meeting the
performance standards (first level outcome) mayinsérumental in an employee
obtaining salary,security,and recognition and sthfd/alence Variable refers to the
expected satisfaction that will follow an outcommather than the immediate

satisfaction it brings.

2.3.2Content theories of job Performance

According to Mbua (2003), content theories ®aon factors within the person
that start, energize, direct, maintain and sttheg behavior. These theories
include Abraham MaslowsHierachy of needs , ofheX and theory Y by

McGregor.
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2.3.2.1 Motivation Theories

Motivation theories are theories which normattyotivate individual employees
in certain organization or company to improgerformance in certain work
activities. In this study the researcher sheame of the motivation theories
such as theory X and theory Y by McGregat aMaslow hierarchy of need
by Abraham Maslow. Both theories show how amiviidual with motivation

perform in their work and how individualithout motivation perform their

work.

2.3.2.2 Theory X and Theory Y

McGregor(1960) examinees Theories on behavior dividuals at work and he has
formulated two models which he calls Theory X arftedry Y assumes that on
average human being has an inherent dislike of vemdk will avoid it if he can.
Because of their dislike for work most people mhstcontrolled and threatened
before they will work hard enough. These assumptidie behind most
organizational principles today and give rise btah“tough” management with
punishments and tight controls and “soft” managdnvdmich aims at harmony at
work. Theory Y assumes that the expenditure of igaysnd mental effort in work
is as natural a play or rest. Control and Punishraes not the only ways to make
people work, man will direct himself if he commadte the aim of organization. If a
job is satisfying, then the result will be commitmhéo the organization. An average
man learns, under proper conditions, not only tcept but to seek responsibility
staff will contribute more to the organization lety treated as responsible and

valued employees.
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The theory is important and helps the researchkndavand understand whether the
employees have good or bad performance on the tssgned. The management
has to identify and help employees who requireregtesupervision so that they can
improve performance and in other hand employees diglike work, lackambition,
dislikeresponsibilityavoid him or her if possibM/orkers were requiredto archive
organizationalobjectives. The management would d teeimpose a management
system of control, coercion and punishment dikenotion of employee who fail to
archive organizational and individual goals hendk farce employees to perform

efficient and effectively.

On other hand theory Y need management to creaid gwmrking condition like
presence of houses close to the organization, easgssibility of transport,
promotion, transfer to higher position, salary e@ase etc.This will stimulate an

employee to increase performance.

2.3.2.3 Maslow Hierarchy of Need Theory

Maslow (1954) deals with motivation through thedtheof the hierarchy of needs.
The hierarchy divides human needs into higher ameeit orders. The lower order
needs are primary such as food, shelter,sex ansigathysecurity while the higher
order needs involve affiliation,love for others aalf-actualization.When the lower
order needs are become the center of the indivddifal In most modern societies,
however the primary needs are satisfied.ImplicabbMaslow hierarchy of needs
theory on employee’s performance, in order to naaévemployee to work, We start

with satisfying his psychological needs, thesetlagehuman basic needs.
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Sef-actualizatioreds
Esteem Needs

jocial Needs

/ \ , Safety Needs

Psychologi

Figure 2.1: Maslow Hierarchy of NeedsSource Maslow 1954

At a time a human starts to work (get employed)esehneeds become very vital.
The management can satisfy such needs by offergapd compensation in term of
salaries/wages, Bonus and other monetary incentitso employee needs the
assurance of his tomorrow life. The management igffier a worker with security
and the likes. A human being need a sense of blewegd and belongingness,
management need to flame a good system of comntiomcd® its employees and
give employees a chance to give out their opinigxdsp to give an employee a
chance to represent the organization in varioust staurses, seminars,workshops
etc.Self-Actualizationbecomes the motivation to inaie theworkers an employee
now needs to achieve his personal Goals while eénottganization. Management is
required to help an employee to performhis or heduhappy and effectively.
Maslow study of motivation human needs has becomiet@al study as it helps to

know the human behavior and how effectively to naig workers.

2.3.3 Features of OPRAS
According to Management Sciences for Health andinifrg Resources Group
(2008) OPRAS has the following unique features taat be differentiated from the

previous confidential appraisal system:
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OPRAS requires all public servants and theisedaon strategic planned process
and the organization respective service deliviemgets. To develop the individual
performance plan should be done by both supmrvend subordinate have to
agree on performance objective, performancegets, criteria and required
resources in order to achieve the set targetd objectives There must be
mid-year review (MYR) which is important iorder to keep track of the
employee progress in order to keep trackthef employees progress in terms

of meeting the annual personal.

The main characteristics of open performance aggdraaccording to Gupta C.B.
that differentiate he confidential appraisal tegsand open performance appraisal
system Is the secure information necessary fokingaobject and correct designs
on employee. Also open performance appraisal @easfic or object study formal
procedures are used in this study . The sam®agip is adopted for all job holders

so that the results are comparable.

2.3.4 Rationale of Introducing OPRAS in the PublicService

The rationale behind adoption of OPRAS in the muBkrvice lies on pursuit of
higher levels of efficiency and productivity in gee delivery. This is justified by
the Public Service Act No.8 of 2002, Section 10wWdich provides that the public
service commission shall ensure facilitation, mamiy and evaluation of
performance by officials in the public service wihview to ensure results oriented
managementAs demonstrated by Management Sciences for Heaith Training
Resources Group, (2008) the Tanzania governmemttedl@nd introduced OPRAS

in public service to overcome deficiencies of treditional performance appraisal
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approach. According to this source employee perdmige appraisals used prior to
2003/2004 were done confidentially and that theostinates did not have access to

their supervisor's assessment.

Introducing OPRAS in the Tanzania public servicerdfiore, intends to address
inadequacy of the traditional performance appraparoach in managing employee
performance in service delivery. Unlike the tramh@l confidential performance
appraisal system, OPRAS is participatory in natuvhich allows for the broad
institutional strategic objectives to be broken doww the implementer or worker,

(Ronsholt et al., 2003).

2.3.5 Factors Hindering Implementation of OPRAS

Bana and Shitindi (2009) observes that there a@nsl that initial OPRAS forms
were overly complicated to complete and they wertecontext sensitive to different
professional cadres in the public service. Also sopublic servants remained
skeptical of their intended use especially for potion purposes. Performance
appraisal failed because of low top management sudpr the program, poor
design, poor co-operation between departmental gaegainconsistent management
of the appraisal program, poor or lack of trainofgthe appraisers, managers and
supervisors dislike of face to face confrontatiod andue secrecy around the system
(Ngirwa2000),Act (PSA 2000) has found that the oeasfor the slow pace of
OPRAS are inadequate knowledge about OPRAS, Tleeréchbe preparation of the
system both workers and the raters have to be prelpared, particularly by
attending training sessions and practices. Lacksafficient funds for training in

government ministries, departments and agencies lalk of ownership of the
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system by the stakeholders, the workers who aremfyjer stakeholders were not

involved in the initiation of the system hence tisey it as something foreign.

2.4  Empirical Literature Review

Performance appraisal was implemented much oufBatzania,mostly in Europe
and Asia. Most Researches were done while more aom@p were doing traditional
performance appraisals. Therefore, these studiesdwmt help us to direct answer
the question as a why the current appraisal systeriianzania was not well
implemented. Every organization within the Pubkcvice was required to operate a
performance appraisal system for all its employdaszania (2000) Public Service

Management and Employment Policy Public Service.

2.4.1 Empirical Literature Reviews Worldwide

Meyer et al., (1965) conducted an intensive stutlyhe performance appraisal
process at the General Electrical Company in Indigest the effectiveness of the
performance appraisal programs. The findings amtlasions drawn at the end of
the experiment indicated that comprehensive anpeidbrmance appraisals are of a
questionable value.Managers’ efforts to motivate shbordinates to improve their
performance may not be fruitful for praise tendechave no effect while criticism
led to defensive reactions, which were essentidiyials of responsibility for poor

performance.

Reelika andKulno(2010) conducted a study of perforoe appraisal process at the
General educational schools of Estonia in Estotoatest the perspectives and

possibilities of implementing the performance rethipay in the Estonia general
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educational schools. It also aims to test two psdmms regarding factors that
influence schools performance and teachers andokchanagers’ opinions about
performance management. Teachers from general tohelaschools in Estonia
participated in the study. The factors, regress@md correlation analysis,
independent samples t-test and one-way ANOVA aislysre used to study claims
related to school management, performance and edoabprocesses. The findings
and conclusions drawn at the end of the researditate that besides teachers’
activities and effectiveness factors, various sthooanagement factors play an
important role in the shaping of the schools penfamce and the opinions towards
the implementation of performance appraisal andop@ance- related pay. The
study face some of the limitations such as it iiadilt to measure the schools
outcome, the study was mainly quantitative withydielw open questions and thus

the respondents were either able to give full answer provide explanations.

Karen andAnne (1997) Study examines the impact rfefpeance appraisal
conducted on public libraries in United kingdom (JKonsiders appraisal in a
broader context, discussing the effect politicahams and decisions have had on
the way appraisal has been introduced into puldatos .Discusses the theory of
appraisal in relation to what happens in practicgag evidence from a case study
carried out as part of a BA librarianship at Lougtdugh University.It considers the
purpose of appraisal and how it should be carrietdin order to maximize its
potential for improving individual and Psychologieseds performance. It suggests
that appraisal in public libraries has a tendenciai because not enough attention is

given to defining the aim of appraisal, to ensur@egnmunication channels are open
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and that proposed training is followed through, diesign of an appraisal system can
also cause problems if the specific nature of tjoxaork is not considered. It finally
concludes that the external political and econoemwironment has significant

implications that can make implementation of anrajgal system more difficult.

Mackenzie (2000) examines the problem faced byQheensland Fire and Rescuer
Authority (QFRA) in Australia. The purpose of thissearch project is to examine
the issue associated with performance appraisalsidentify proven and suitable
methodologies which will result in a process tlsatiiedible and equitable, reinforce
desired organizational directions. The findings aadclusion of this problem was to
overcome problems, This problems was archived bglueting the need for
performance appraisals, problems associated wéhows methodologies and
examining the qualities that need to be measureth im terms of individual and
organizational performance. The researcher fouat dbrrent processes within the
QFRA focus on dealing with diminished performanssues, subsequently, the
efforts of the organizational directional andditincentive exists amongst managers
to challenge current processes or encourage rskgtdo improve service delivery.
The recommendation of this research is to redevehmp current performance
appraisal systems need to focus on outputs andrbetised in such a way to
reinforce desired behavioral patterns and to rewatter than just provide for

punitive measures.

2.4.2 Empirical Literature Reviews in Africa
Paile (2012) studies the changes in the spheregowérnance management and

development system in public service while onehef ¢onstitutional imperatives of
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the country requires all government institutionsctdtivate good human resource
management and career development practices tommzaxihuman potential. His
study was the Father SmangalisoMkhatswa centeouthSAfrica. This study seeks
to examine to what extent performance management exehance employees
performance. To achieve this, semi-structured wder was conducted with
employees of Fathers SmangalisoMkhatswa center. fifldkngs and conclusion
indicate that managers use performance managenserst #®ol to control and
discipline subordinates, while subordinates uséop@ance management as a means
of getting extra money through performance bonu$ks could be the reason that
performance assessment period is viewed as a pefidigh tension between

supervisors and subordinates.

Lewis(2008) studies experiences in new public mamamnt in Africa. The case
study of Botswana public sector reforms and PM8atswana, how PMS emerged,
its implementation, it's monitoring and evaluatiare examined in this study. He
outlined the public sector was viewed as ineffiti@mderperforming and lacking in
terms of services provision. Wastage of resounsasninistries and departments and
lack of proper planning and management of fundsltexd in the need for extra
funding .This study goes further and conclude tbamprove the quality of services
delivered and satisfy customers and stakeholdees,gobvernment mandated the
directorate of public services management (DPSMjeelop initiatives that could
improve public service delivery. Changes were magsh as work improved teams,
performances based reward system, decentralizatidn were introduced but the

problems of poor service delivery remained.
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Mutahaba, (2011) conducted research in Africa onptidn and use of performance
management systems including Measuring, Monitoang Evaluation. His case
study was African countries such as Kenya, Botswdoganda, Malawi etc.
Therefore the funding could be applied in Tanzeathi@ to the fact that African
countries are similar in various aspects such asonomic, culture, and political
situation. In order to improve performance in Afmccountries use of performance
management systems should be serious adopted arajathby both managers and

subordinates through signing contract on job andtiosuous annually assessment.

Mapeselaand Francois (2004)Studies on Performarcealement of academic staff
in South Africa Higher Education investigates therformance management
practices in different Institutions. The first gixstitutions were related to research
undertaken within one province while the other fivere undertaken outside the
province in order to provide a complement of exaéperspectives. The findings and
conclusion of this study was from the interviewsriea out it was evident that there
were many more similarities than differences in #periences of the three
institutions with regard to performance managemehis study was not providing a

comparative analysis of the case studies but fonute common trends in cases.

Moses et al., (2013) conducted research on the #nmerformance Appraisal and
objective Assessment of subordinate officers inelay public sector organization
.The finding shows that the annual performance apal was in a deep crack and
division, because the former performance appralsak not in objective and real
terms to reflect and approximate the letter. THRER is common used in Nigerian

public sector organization especially in publicvess is a mere ritual, the conclusion
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of the study was the assessment carried out bystiperior officers does not

represent an objective assessment of subordiniaterst

2.4.3 Empirical Literature Reviews in Tanzania

Massawe (2005) studiesshow factors affecting thect¥eness of performance
appraisal in Tanzania. The case study of Oryx @im@any Limited (OOCL), the
study highlighted the deficiencies pertaining te #ppraisal function at OOCL. His
study did not consider the currentperformance apgrand therefore,thisstudy will
go further to determine the factors which affectimmplementation of OPRAS in
Tanzanians organizations .In his research showatdhhjority of OOCL employees

did not participate in setting their objectives.

Ngirwa(2000)outlined the most common reasons whyfopmance appraisal
programs failed. The reasons he gave were amorgyspttow top management
support for the program; poor design; poor co-dpamabetween departmental
managers; inconsistent management of the apprpiggram; poor or lack of
training of the appraisers; managers and supesvistislike of face to face

confrontation; and undue secrecy around the system.

Njau (2001)studies the “impact of performance ajgpita on the performance of the
Tanzania work organizations”. His study was the ZBaa Postal bank(TPB).The
study conclusion showed that performance appra@alucted at the Bank, staff was
aware and takes part in the process. This studyséat on the impact of the
performance appraisal and employee’s awarenesgligkly the present study which

insisted awareness to employees and looked intdattters that affect the OPRAS
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implementation.A study undertaken by Dominick andrdvski(2004) ,on human
resources for health an appraisal of the statusimd@nzania Mainland stated that
the appraisal was the way of controlling employgesformance whereby the
process involves many attributes such as HR managenHR governance;
Administration performance which include qualitydaproductivity; supply and

demand attributes.

Songstand et al., study (2012) it seems also ftitlzerelevant to the present study.
Where by studies were assessing performance texfgriences with the OPRAS
and expectations towards payment for performandp)(m the public health sector
in Tanzania. The key determinant was health workeddivation is influencing

quality of the health services delivery while powootivation has been found to be an
obstacle to service delivery in many low incomentdes. The findings shows that
in order to increase the quality of service delwver the public sector in Tanzania,
the OPRAS should be implemented as well as neultreased payment system,

payment for pay (p4p) should be introduced in lmesdictor.

The study faces challenges such as inadequackstting performance targets and
performance management planning was hardly doney in@alth care workers had
job descriptions, the performance indicators amahddrds were not clearly defined

and known to all workers.

Conclusion to the study was, performance managemiehealth care workers is
inadequately done in the districts. Performanceagament is a key component to

improve health sector outcome in Tanzania.
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2.5 Research Gap

A number of studies have been conducted concethangses of OPRAS in different
parts of the world.Rudrabasavaraj(1969) conductesdtualy on the purpose of
appraisal system in companies under public seétw.findings revealed that the
appraisal results were used 100 per cent for priomaind transfer. AlsoShettys
(1970)in his study of Indian companies about theppses of appraisal reports
indicated that they were used for determining waggeases. Indian Institute of
personnel management (1976)made an observatanattcompany without a

clearly enunciated promotion policy is likely tau$trate the workers

Vaghul(1975)analyzed the appraisal system in bdrgksioticed that the appraisal
formats were unable to capture the differences gntloa individuals’ performances
or their perception of a job and the dynamic natifréhe tasks involved in it .He
concludes that the performance appraisal systemnetabnked to the performance
of the man on the job. It leaves much scope forpdesonal bias of the rater and

suffers from ignorance on the part of the rate ow he is rated

In Kenya, Miriam Chege(Procurement News, July 2805f)okesperson for Kenya
institute of management, said that” Accompanie$tgld retain the kind of workers
it wants and needs has a direct impact on its takmfity and effectiveness” and
MrEfetha,the HR manager African Banking Corporatgad that best Employer
study would be carried out in Kenya ,where by thtega for measurement would
be pegged to the following values like employeessfstion, motivation and

loyalty; the level of employee engagement in Ea$ticA would fall short of

international standards. This would be directlkdid to a low level of engagement to
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necessarily high staff turnover, low productivitynda lower financial

performance.The present study goesfurther tohidl knowledge gap left by previous
studies. The study investigates factors hindermglementation of OPRAS at
Temeke Municipal Council and show strategies on htav enhance the

implementation of it both private sectors and pubg&ctors in Tanzania.

2.6  Conceptual Framework

Independent variables Dependentvariables
Key components of performance
management instrument Employees’ performance
Employee knowledge. through;
Performance targets, management Training, Bonus
decision Promotion, transfer Feedback
Appraisal grades, criteria and standard:> Termination of Employment
Communication of management contract.
decision to the employee through his or
her appraisal

Figure 2.2 ConceptualFrameworks

2.7  Theoretical Framework

Taking open performance appraisal system as thderceof Understanding
Employees job performance in public services inZBam at Temeke Municipal
council, the researcher develops a model to gundeptesentation of the theoretical
ideas in which this study is laying up on the erplson of the phenomenon. Guided
by these development and empirical studies, theamnal frameworks investigate
the relationship between implementation of OPRAS8 amployee performance to
determine the overall performance of employee imd@leMunicipality. There is a
direct relationship between the dependent variablesh are Training, feedback,
bonus, Transfer, promotion and Termination of thetact of employment and the

independent variables are employee performancesttar@ppraisal criteria and
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standards, grades, decision by the appraisal, coation. The dependent variables
depend on the status of the independent elements.

Employee knowledge it affect the job perfonoe positive or negative, having
knowledge or skills of certain job it influes employee to perform high and if
employee lack skills performance is low, mamagnt has a task to identify
employees knowledge of assigned work and htwwv conduct training to
employees who lack skills and to impart nevilskhence training will enhance
job performance. Gupta (2006), says that fabning it refers to the training
provided with a view to increase the knowjedand skills of an employee
for improving performance of the job. Emplegemay be taught the correct
methods of handling equipment and machinesd ua a job such training help
to reduce accidents, waste and inefficientythe performance of the job.
Performance targets set by employees simi@h organization target will
stimulate employee performance, The managenteagd to allow employees
actively participate in setting goals or &gy The goals and action plans must
be discussed by both , employee and superdsie to this employee will
perform high so that to reach the establisigedls and some time employee
will be promoted, transfer to higher positibonus etc. all these happen due
to high performance of employee hence irsgegob performance. As
discussed by Locked, ( 1968), Goal- settingoti state that individual goals
established by employee play an important riml motivating him or her for
superior performance.

Management decision making has relation wighmination of job contract,

training and rewards provision ( bonus), mans® has mandate to do with
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employee performance on certain work , jobfgrerance it might be good or
bad. When employee performance is good managemma&ve to decide rewards
to motivate employees to enhance job perfaoeaSame appraise to lower
performer management can decide to terminate gobtract with employee due
to un profitable performance of employee management can conduct on job

training to employee so that to increase pasformance.

Communication between employeeand managemenughr his or her appraisal
it influence employee performance because fagddid employees its only way
that can help employees and management tdifideemployee performance were
by rewards are provided, weakness are identdietl how to solve or to deal
with. As supported by Gupta ( 2006), after gveerformance review, feedback
on performance is communicated to the emm@oge that he can regulate and
improve upon his own performance. On the bagisdormance review rewards
are decided, new goals and performance targetsdetermined for next period.

The above figure shows the conceptual framkewbat guide the study.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter describes the methodology and proesthat researcherused in
conducting thestudy. This section covers the walhg ;Area of the study research
design method of data collection , target papama ,sampling technique and
study sample, data analysis. Kothari (2004) hgseal that research methodology is
a way to systematicallysolve a research problenchvbkplains various steps thatare

adopted in studying the research problem.

3.2 Research Design

The study used a case study design, the desigs chosen because of its
flexibility in terms of data collection and tda analysis and is also less
expensive and so suit the research financiahstcaints . All in the entire

researcher decided to use this design so as ttegetinvestigation of study. Kothari
(1990) has argued that “This excelled at briggio an understand of complex
issue or object and could extend experience orsaduhgth to what had already

been known through previous research.

3.3  Area of the Study

The study was conducted in Temeke municipahcibuin Dar es salaam region
in Tanzania. The chosen of the study areadbasmm the fact that
TemekeMunicipal council is applying ( OPRAS)eap performance review as a

tools of assessing efficient and inefficient @b performance to the public
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servants. In this regard the researcher was iitigodo communicate easily and

perfectly with the respondents.

3.4  Target Population

Target population is the specific group which tegearcher intends to interact with
during data collection process. It is the groupngfuiry from which a sample is the
drawn. Babbie (2004) argue that “is that aggregatd elements from which the
sample isactually selected. This study interactddwine following two groups,
10heads ofdepartments and 195employeesatlow ledilerent departments of the

case study council form who were selected.

3.5 Sampling Techniques and Sample

This area discusses the Sampling techniques anplesaime used in the study.

3.5.1 Sampling Techniques

According to Flick(2009) sampling is selection @ses or materials for the study
from a larger population or varieties of possit@bt The researcher used purposive
sample for selecting the sample simply becauslee sample were chosen on the
basis of chance meaning that all units of theypampulation had an equal or at
least a known chance of being included in d¢henple. Due to financial
constraints of the researcher and time the reseaech not able to carry out data
collection in the whole departments. Therefore pdgmrandom were applied to
sample few departments in Temeke Municipal Courseaimpled. The use of
purposive sample technique was for the need ofingea sense of inclusiveness; the

researcher applying this method so as to obtainhéeds of departments and
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employees at low level. The researcher appliedaansampling technique because
it is said to be the best technique to obtain amapn sample. Kothari(1990) argues
that in random sampling design, every item of theverse has an equal chance of
inclusion and the results obtained from probability random sampling can be

assured in terms of probability.

3.5.2 Study Sample Size

This study used simple random and purposive sagkchniques to obtain the
sample, simple random were applied to sample fiegpadments in Temeke
municipal council also purposive sampling. The slengize of 80 respondents was
selected which includes the 5 heads of departn&ngmployees at low level. The
Study used this sample size because of limiting tamd fund theresearcher believes
that this sample is optimum in the sense that it fdfill the requirements of
efficiency, representativeness, reliability andithdity. As wised by Kothari (1990)
that sample size should be optimum because optisammple is one which fulfills

the requirements of efficiency, representativenesgbility and flexibility.

Table 3.1Showing Sample Composition and Sample Size

Sampling
Respondent Simple Random | Sample Data Collection | Technique
Sampling Sampling Selected Tools

Purposive
Heads of 10 5 Questionnaire
department

Purposive
Employees at 195 75 Questionnaire
low level

Total 205 80

Source: Field data
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3.6 Data Collection Methods

For the purpose of this study, the researchediwo method of data collection
namely, primary and secondary data collections btthwere: Questionnaires and
documentary review for collecting qualitative tala Questionnaire guides were
usedto low level staff and heads of departmenbrdier to explore the information’s
on their knowledge about factors hindering impletagon of open performance

review (OPRAS) on public services.

3.7 Data Collection Tools

3.7.1 Questionnaire

A questionnaire is a list of written questions tbah be completed by respondents in
this study structured questionnaire was used tdeaolinformation from the
respondents. The main resource for using his methegte to give respondents
adequate time to think well through answeriagd to refer various official
documents if it requires (Kothari 2004). Howepeestionnaireis the only practical
approach when dealing with many responded. Duratg dollection questionnaires
were distributed for filling and the date for gtiesnaire collection were set by
respondents to give them freedom of thinking7S@uestionnaire were distributed
to low level employees and 5 questionnaire to &eaafddepartments at Temeke

Municipal council. A sample of questionnaire isaatied in Appendix1 and 2.

3.7.2 Documentary Sources
With a view to complementing the primary data odilen methods used,
documentary review was made. This involved reviéwast OPRAS forms filled by

some respondents, Council Management Team (CMT)priepon OPRAS
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implementation, and various previous studies on PRl herefore, the study uses

multiple sources of data which were complement.

3.8 Reliability and Validity of Data

3.8.1 Reliability of data

Reliability is a measure which addresses accuratcyesearch methods and
techniques to produce data. It refers to the extenthich data collection techniques
or analysis produces yield consistent findings.dkding to Saunders & co-workers
(2007) reliability refers to the use of differerdatd collection techniques within one
study in order to ensure that the data are teNMumgit you think they are telling.
Reliability of the data was achieved by the redearthrough setting the questions in
a simplified way which enabled respondents witlfiedént intellectual capabilities to

be able to answer them properly.

3.8.2 Validity of Data

As described in Kothari (2004), Validity aims atadsish results that are linked with

conditions in order to achieve this goal. The redeer firstly decided to use many
methods of data collection. This is purposely donerder to rule out contradicting

and confusing data. Validity addresses the abitifythe data to provide the

researcher with the information that answers tlsearch questions or to meet the
research objectives (Kelvin, 1999). It is a wayustifying the appropriateness of the
methods utilized by the researcher in the studycofding to Mason (1996), the

researcher should ask “Howwell matched is the laificthe method tothe kinds

ofresearch questions you are intending to develapaddress the issue of Validity

the researcher conduct a pilot study to make swaethe data collection methods
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were yield valid information. Questionnaires wetged out in a small sample to
check on correctness of the wording, whetherginestions measured what they
were supposed to be measured what they werposeg to measure and if there
was any biasness, together with knowing if rdspondents would understand the
questions as the researcher intended from thé @tady. The improvement was

made then the tools were used for data collection.

3.9 Data Analysis

The purpose of analyzing data is to summarize langss of information to more

understandable and meaningful way (Krishnaswamiaagdnatham 2009). In this

study the data collected were processed aalyzed both quantitatively and

qualitatively .In order to get desired resultem the study, data collection were
processed, and that was through editing, coditagsification and tabulation.

Thereafter data entry template was createdigusitatistical package for social
sciences (SPSS). In this study, the researdtzey used tables to ensure the
data collected are well analyzed and qualitagivehe researcher use formal
words and different elaboration data analygias guided by objectives and

research questions was results are preserfigure and tables.
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CHAPTER FOUR

FINDINGS AND ANALYSIS OF DATA

4.1 Introduction

This chapter presents the findings of the studgivés the answer to the following
guestions that were raised before was conductedt \Alie employee knowledge at
the implementation of OPRAS, What are the managéerdenision making over
implementation of OPRAS, What are the performarargets set by employees,
What are the qualities of appraisal grade, critand standards and What are the
factors hindering implementation of OPRAS in Temekenicipal council of
Tanzania. The researcher applied both qualitativd quantitative methods of

analyzing the data collected as they complemerit etier.

In order to meet general objective of study, thecefjr objectives were analyzed and
relevant information concerning factors hinderingpiementation of OPRAS were
obtained. The analyzed specific objectives incluebeamine employees knowledge
at implementation of OPRAS, To identify managetra#cision making over the
implementation of OPRAS, To asses performancestarget by employees and to

examine appraisal grades, criteria and standards.

This Investigators analysis and presentationhef findings were guided by the
objectives of the study and it gives some integirens of the findings according to
the objectives, research questions and theoretieahework of the study. The
variables presented and analyzed are of demograghah investigate respondents’
characteristics and other variables for resear@stipns and theoretical framework

of the study.
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4.1.1 General Characteristics of Respondents

The study takes into consideration the respondestsonal characteristics and their
distributions to give general information about pasdents and to assist the
researcher understanding on the findings. Variaivlelsided here are Gender, age,

education and total years of working, total yedr®b experience.

4.1.2 Respondents Distribution by Gender

The study managed to capture both female and makes.data collected revealed
that 41.2% of the respondents were male, whil8.8 % were female. This indicates
that 41.2 % of the data collected for all variabdestled in this study comes from
male and female made contribution of 58.8 %, sihisws that female involved

much in the study while male were few. The tabldbelow shows the results.

Table 4.1 Respondents Distribution by Gender

Variables Frequency (N) Percentage (%)
Male 33 41.2
Female 47 58.8
Total 80 100.0

Source: Field Data

4.1.3 Respondents Distribution by Age Group

The study settled five age groups from which regloits asked to identify his or her
group. The group were; between 18 to 25 years 28dto 30 years old, 31 to 35
years old, 36 to 40 years old, 41 to date. The dallacted revealed that 15.0 %
aged between 18 to 25, 36.2 % aged between 26 y@&s, 35.0 % were aged

between 31 to 35, 10.0% aged between 36 — 4wIBl8 % of the respondents
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aged between 41 years to date. This findings ateic that, The study was
dominated by people aged between 26-30 ye#Eds Table 4.2 shows the

Results.

Table 4.2: Respondents Distribution by Age

Age Frequency (N) Percentage (%)
18 - 25 12 15.0

26 — 30 29 36.2
31-35 28 35.0

36 -40 8 10.0

41+ 3 3.8

Total 80 100.0

Source: Field Data

4.1.4 Respondents Distribution by Academic Qualif&tions

The study put five variables to depict the educatittained by all respondents. The
variables were certificate, Diploma, First degreel ather (specify). The findings

were 8.8% certificate, Diploma, 46.2 % first degveere 40.0% and other (specify)
were 5.0%. These finding indicate that more levfebducation ranges at 46.2% of

the respondents that is Diploma and first degresdatation. See below Table 4.3.

Table 4.3 Respondent by Academic Qualifications

Variables Frequency (N) Percentage (%)
Certificate 7 8.8
Diploma 37 46.2
Degree 32 40.0
Other 4 5.0

Total 80 100.0

Source: Field data
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4.1.5 Respondents Distribution by work Experience

Under this point the study settled five categoaework and all the categories were
a variable which shows each respondent asked tttifigehis or her group. The
categories were years from 1 to 3 years, 4 to 6sy@ato 9 years, 10 to 12 years and
13 and above years. The data collected revealéeB1h2% are 1- 3 years, 40.0 %
are 4 - 6 years, 16.2 % are 7 -9 years, 11.2 %4@rel2 years, 1.2% are 13+ and

above. The Table 4.4 below shows the results.

Table 4.4 Respondents by Total Work Experience

Variables Frequency(N) Percentage (%)
1-3 25 31.2

4-6 32 40.0

7-9 13 16.2
10-12 9 11.2

13+ 1 1.2

Total 80 100.0

Source: Field data

4.2 Performance Targets Set by Employees

Employees during the assessment period shows 4B&% of respondents agree
by saying “yes” and 56.2 % they disagree daying “no” research question
was if there is agreement in planning work as®dting targets between supervisor
and workers. Result shows that 56.2% of resposdeahfirmed that there is
absence of involving workers together with su@®r planning and setting
targets which is not good in increasing jperformance.Table 4.5 show the

results.
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Table 4.5: Respondents Distribution in Planning Wik and Setting Targets

Variable Frequency(N) Percentage (%)
Yes 35 43.8
No 45 56.2
Total 80 100.0

Also respondents give opinion on what limimpoyees participation

performance agreement were lack of fund, knogéecksources, were by thc
who say lack of fund is one of the factor itimemployee participation

48.8%, lack of knowledge 31.2% and 20.0% scaroit resources. TI
management has to allow employees activelgtiggzate in settig goals
goals should be discussed by both manager employee. “ Individue
goals established by employee play an importale in motivating him fc

superior performance,” Locked ( 1968). Table 4tbw the results.

Table 4.6: Limitation of Employees in Setting Perfamance Targets

Variables Frequency(N) Percentage (%)
Lack of funds 39 48.8
Knowledge 25 31.2
Resources 16 20.0
Total 80 100.0

Source: field Data
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4.2.1 Appraisal Grades, Criteria and Standards

The respondents were also required to respond ergdlestion “Are you aware
ofperformance standards, criteria and grade useathgluevaluation process?”
Findings regarding the awareness of employees farp&nce criteria, standard and
grades which are used in evaluation process. Whaplogee is aware with
performance criteria, grade, and standard it vélllasy for her or him to fill OPRA
form. The results shows that , 45.0% of the respotsdhave idea of the available
performance criteria, standard and grade while%%0respondents have no idea on
performance criteria, standard and grade used afuatron process. So thisshows
thatlarge group of employee need to be aware \Wighperformance grade, criteria

and standard.

Table 4.7: Awareness on Performance Standards, Cdtia and Grade

Variables Frequency(N) Percentage (%)
Yes 36 45.0
No 44 55.0
Total 80 100.0

Source: field Data

4.2.2 Management Decision Making Over the Implemeation of OPRAS

The study focused on knowing whether the resposdevdre aware with the
decision making made by supervisors over riggults after evaluation process
conducted. Under this questionsettled two posséiewers regarding the decision
making on the respondents and the resultee W&.5% respondents to a YES
and 27.5% respondents disagree that theraoi decision making made after

the evaluation process. For the respondents waee that there is decision
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making made over the results give their reasttrad OPRAS 72.5% use results

for promotion purpose as well as punishment tfayse who perform low.

Table 4.8: Respondents Distribution on Decision Makg

Variables Frequency(N) Percentage(%)
Yes 58 72.5
No 22 27.5
Total 80 100.0

Source: field data

4.2.3 Supervisor During Assessments

56.2% of respondents agree that supervisors ardaimotluring assessment, while
43.8% are of the opinion that they are fair. Regigoibs are of the opinion that
supervisors use OPRAS as a process to “settlesSawmith subordinates. Supervisors
seem to favor some employees over the other bygjigertain employees higher
ratings. The halo effect, certain characteristicsnthate which generally allows

supervisors to rate an employee over all highealbmequirements. Gupta (2006)

argues that hallo effect it is the tendency to este@mployee consistency high or low
on the basis of overallimpression one trait tké employee influences the raters
appraisal on all other traits. For example,eamployee may be rated high on
performance just because he sits on the lgde in the evening. Similarly, a

person who does not shave regularly may be comsldéazy at work and be

underrated.

Table 4.9:Supervisor During Assessments
Variables Frequency(N) Percentage(%)
Agree 45 56.2
Disagree 35 43.8
Total 80 100.0

Source: field data
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4.2.4 OPRAS Enhances Employee Performance

lllustrates the extent to which OPRAS enhanceseyepls performance. Table 4.10
below shows that 72.5% of the respondemgi®eeathat OPRAS bring changes
on job performance while 27.5% of responddisagree. Based on the system
itself that is open system of employee eatadun that is the procedures, goals
are open known and discussed to both emeloged employer due to this
enhance employee performance. As claimed bygnvg(2010) OPRAS is a

key accountability for individual employeesathemphasizes the importance of
participation, ownership and transparency, thhougwvolving employees in

objective setting, implementing, monitoring apdrformance reviewing process.

Table 4.10: OPRAS Enhance Employee Performance

Variables Frequency (N) Percentage (%)
Agree 58 72.5
Disagree 22 27.5
Total 80 100.0

Source: Field data

4.2.5 Level of Assessment Done in Temeke Municip@buncil

The respondents were also
terms is OPRAS applied in TMC
of employees on the assessment conductegastt in the municipality. The
results shows that,
conducted once in year. While other resporgeespond differently, 31.2% of

respondents have the opinion that assessmeobnducted twice in year and

of the

respondesgsee that

required tooresmon the question “How many

in a yeamdings regarding the awareness

assessments are
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20.0% respond that assessmentis done dyakssessment it helps employees
to identify job performance hence assessmentildhbe as frequent as possible.

Table 4.11 shows the results.

Table 4.11: Assessment is Done in TMC

Variables Frequency(N) Percentage(%)
Once 39 48.8
Twice 25 31.2
Quarterly 16 20.0
Total 80 100.0

Source: field data

4.2.6 Factors that Hinder the Implementation of OPRS at TMC

For the purpose of this study, the researcher aki® implementation of OPRAS.
Under the above objective the study raised thigeaeh question; what are the
factors hindering implementation of OPRAS at TM@d the findings were as

follows;

This study observed that through the employee werokent, The study set out
variety of categories about obstacles on implentiema of OPRAS were

knowledge, acceptability of the system, the systised for promotion, punishment,
lack of fund, and motivation .Personal biasnespoor involving in setting

performance targets, poor provision of knowledgmrgdransport, lack of resources,
lack of top management support, lack of top managersupport, poor design of
performance grade, criteria and standard, poorlwmg in setting performance

targets.
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According to the percentage those who respondhemguestion and give out the
reasons were 15.5% says lack of top managemepbduyjt hinder the OPRAS
implementation in one way or other were ibythe absence of support and
commitment from the top, HR experts find difficult to obtain vital inputs,

7.5% lack of motivation, were by motivationncahange performance positively
or negatively where there is lack of motigati decrease commitment to the
employees whose perform very well in orgamgt6.2% poor transport and
communication, un reliable transport from horte work place affect much

the performance of an employee’s always.

Employee who face the transport problem rtesloe will be coming late at
work hence fail to meet its ambition as waB organization ambition, 5.0%
poor involving in setting performance targédsk of clear defined goals setting
affect the performance process were by enaglofail to understand it's clear
responsibilities ( job descriptions) which wilielp an employee to plan very
well its work strategically and making follewp, 2.5% personal biasness, it
may cause a person to be rated high or éwen if she or he do not meet
qualifications. Personal bias may arise on thasis of regional, tribalism,

religioulism, interpersonal conflict etc. alhid affect the evaluation process an
appraiser tend to favor workers who are somelelated to each other hence
OPRAS become invalid,poor provision of knowledg3.8% ( unclear

information) to both appraisers and appraegpraiser lack enough knowledge
concerning the OPRAS system how it worksaasresults employees will get

information as appraiser knows about it ammt exactly what is supposed to
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be informed. 7.5% Lack of enough resources,pleyees should be given
necessary equipment and facilities to enhaaffectiveness and efficiency in
performing their task(goals),28.8% mass used gavmotion, influence workers
to resist OPRAS on the ground that it ineslvdiscrimination among its
members. Example “Chama cha Walimu TanzanW{Twants all teachers to
be promoted after three years at work rdgasdshe or he good bad performer
which is totally against OPRAS, CWT is notibe¢ that OPRAS will give
clear results for employees to be promotedoAlemployees them self
individually dislike OPRAS due to the fact th@®PRAS used as a tool for
punishment. Poor communication 15.0% lack afropcommunication results in
fear, misunderstanding and distrust thereforenagament should maintain open
channels of communication, employees grievanmexedures, suggestion etc., it
also enables management to understand theilingeg problems, fears and

aspirations of employees.The table 4.12 showsethdts.

Table 4.12:Main Factors Limit in Implementing OPRASin TMC

Variables Frequency (N) Percentage (%)
Lack of top management support 12 15.0
Poor communication 12 15.0
Poor design of performance grade, 7 8.8
criteria and standard
Lack of enough resources 6 7.5
Lack of motivation 6 7.5
Used for promotion 23 28.8
Poor transport 5 6.2
Poor provision of knowledge 3 3.8
Biasness 2 2.5
Poor involving in setting performance 4 5.0
80 100.

Source: Field Data
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4.2.7Solutions Madeon theFactors Limiting OPRAS Imfementation

The researcher found out that the main objective O6fRAS is to improve

effectiveness and efficiency in job performance.e Tstudy observed various
solutions about the participatory approach to peoph how to make OPRAS
successful and provide the best result. The reswdte analyzed as follows; The
suggestions of the respondents were; OPRAS shmilde used to great extent for
promotion purpose 22.5%, due to the fact th@PRAS aims in archiving
employees performance hence increase productadter obtain information

concerning employees performance needs to ifgerpoor performer and

establish on job training so that they aso perform very well hence meet
the organizational goals. 11.2% improvement pmovision of resources,

management should provide necessary resouesgb in organization so that to
enhance effectiveness, efficiency and commitmien performing their work,

because OPRAS achievement based on among ttheg in achievement of

targeted goals.

Provision of knowledge 6.2%, clear informatioknowledge and skills) should
be provided to the workers so that can dweare on the system used for
evaluating their performance and know aboutatwlis supposed to do 8.8%
motivation improve, there certain factors thabtivating employees and other

do not.

At the lowest level of hierarchy money i®es as a motivator , tangible
rewards will encourage outstanding performéos strive for excellence, also

non-financial rewards can also be used to vat#i employees,22.5% should be
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top management support, the support and commitmef top management
should be ensured, moreover the exercise shdaldcarried out within the
limits of a budget. Involvement in planninghda setting goals 17.5% goals
should be clear defined the responsibility@dch employee are defined and
decided on the basis of organization chaaisd job descriptions every
subordinate write down his or her own perforogagoals which are work related
and career oriented manager also writes dowe goals that think the
subordinate should strive for ,the two thenscdss them and reach an
agreement and put the agreed goals in wstjigus employees at all level are

actively involved in goal- setting.

Table 4.13: Suggestions on the Limiting Factors ilmplementation of OPRAS

Variables Frequency(N)Percentage (%)
Should be top management support 18 22.5
Results should not be wused {at8 22.5
promotion

There should be involvement in4 17.5
planning and setting goals

There should be communication 8 10.0
Should be improvement in provision |09 11.4
resources

Should be provision of knowledge 5 6.2
Increase motivation 8 10.0
Total 80 100

Source: Field data

4.2.8 Training/ Capacity Building Done to Employee
Finding from the field shows that some of pboyees were given training

while majority of them lack training. The &abbf 80.0% of respondents shows
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negative attitudes on training and the obksea revealed that those
respondents were low level employees. Also ftims study 20.0%  of
respondents shows positive attitude on trainamgcess , those respondents were
head of departments and other who are inagement team. Training led to
increase knowledge or skills which help ergpi to improve job performance
and employee learn new methods according e thange of science and
technology in the world. Job training disaasby Gupta (2006) , as it refers
to the training provided with a view to irase knowledge and skills of an
employee for improving performance on the.jdimployees may be taught
the correct methods of handling equipment anachines used in a job such
training help waste and to reduce accidemistficiency in the performance of
the job.

Table 4.14 Level of Training Done

Variables Frequency (N) Percentage (%)
Agree 64 80.0
Disagree 16 20.0

Total 80 100.0

Source: field data

4.2.9 Communication During Evaluation Process

The respondents were also required to respmmdthe question “Is there any
communication methodologies are employed tommanicate between
appraisers and appraise during evaluation esg®t’. Findings regarding the
communication available among appraiser andgraage during evaluation

process. The results shows that 72.5 % & thspondents have negative
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attitude on communication made, also in tkisdy 27.5 % of respondents
showed positive attitudes on communication ho@blogy and the observation
revealed that management or appraiser disoufis few employees such as
head of departments while majority left wilho knowing their performance.
Gupta (2006) says that performance review mgstibetween the management
and subordinate are held were by progressassessed, weaknesses and
constraints are identified and steps to hker to improve performance are

decided subordinates actively participate his tprocess.

Table 4.15: Level of Communication Between Manageméand Employees

Variables Frequency (N) Percentage(%)
Yes 22 72.5
No 58 27.5
Total 80 100.0

Source: Field data

4.2.10Leadership in Supervising Implementation of BRAS

From the table4.16 , below 69 % of allp@sdents revealed that leaders in
Temeke Municipal council in supervising Impkmation of OPRAS are good
leadership, while 25 % of respondent viewdé&rahip is bad also 6 % shows
that leadership is very good and 0 % oboeslents they do not respond that
leadership is very bad. This shows that destdp in implementing OPRAS in

Temeke district are good and they can stamdl improve the working

standard of the workers in Temeke municgoaincil.
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Table 4.16: Leadership Supervising Implementation oOPRAS

Variables Frequency (N) Percentage( %)
Good leadership 55 69

Bad leadership 20 25
Very good leadership 5 6

Very bad leadership 0 0

Total 80 100

Source; Field data

4.2.11 Level of Understanding OPRAS

From Table 4.17,it shows that 76% of @kpondents revealed that OPRAS
is open performance review appraisal system lewhl8 % of respondents
revealed that OPRAS is tools for improvirap performance, 5 % of respondent
says that OPRAS is linking to pay and 1 % re$spondent do not even know
the explanation of OPRAS. Due to this itweel that at least large number of

respondents they aware with OPRAS.

Table 4.17: OPRAS Means

Variables Frequency (N) | Percentage( %)
Tools for improving job performance 14 18
Open performance reviewappraisal system 61 76

Opras is linking to pay 4 5

| don’t know 1 1

Total 80 100

Source: Field data
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4.2.12 OPRASForm is Easy to Fill

Respondent are required to respond on thestipm asked as “ Are OPRA
forms easy to fill? Researcher set two (odssianswers to choose which is
YES and NO and she give respondents chanceexplain why are they
responding YES or NO. 95 % of respondent “Néd says that OPRA form
is not easy to fill because it is not familiarmany employees while 5 % of
respondents says YES thatis they like to @PRA form because through filling
OPRA form will open chance for them to be #f@nto higher position. Table

4.18 shows the results.

Table 4.18: Level of Filling OPRA Form

Variables Frequency (N) Percentage(%)
YES 4 95

NO 76 5

Total 80 100

Source:field data

4.2.13 OPRAS Linking to Pay or Increment

Respondents were also required to respondhenquestion “Is OPRAS linking
to pay or salary increment’? the table 4.1%Welshows that 76 (95%) of all
respondents declared that, OPRAS linked to paysalary increment, This was
even testified by one employee by explaifing order an employee to be
transferred to higher position should fill OfRform as a tool of assessing

employee work performance “ But also the 8%t disagree with the question
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increment because some employee fill OPRAnf@nd are not promoted while
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others are promoted even if they do not @PRA form.

Table 4.19: Level of OPRAS Linking to Pay

Variables Frequency (N) Percentage (%)
YES 76 95

NO 4 S

Total 80 100

Source: field data

4.2.14 Level of Institutionalized is OPRAS iTMC

The study set out question asked the respondeotv” institutionalized is OPRAS
in Temeke municipal council” the question waased on issues that knows the
level of OPRAS institutionalized in TMC. Theutoomes of the study shows
that participants 31.2% responded that OPRASI|ow institutionalize while
participants 48.8% respond is moderate andicqants 20.0% respond that

level of OPRAS institutionalized is high. Tab#i. 20 below show the results.

Table 4.20: Level of OPRAS Institutionalized

Variables Frequency (N) Percentage (%)
Low 25 31.2
Moderate 39 48.8

High 16 20.0

Total 80 100.0

Source: Field data
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4.2.15 Competency ofWorkers

The study put five variables to depict tbempetency of workers on OPRAS
implementation,The variables were highly corepey, competency,lowly

competency, incompetency and high incompetehbg finding were highly

competencyl %, competency76 %, lowery compet&n®y incompetency 18 %
and highly incompetencyO0 %.This finding indicat¢hat large number of

respondents that is 76% support that workers MCTare compitent on

implementing OPRAS this will helps to increase pesformance. Table 4.21 show

the result.

Table 4.21: Level of Competent of Workers

Variables Frequency (N) Percentage( %)
Highly competency 1 1
Competency 61 76
Lowlycompetency 4 5
Incompetency 14 18
Highly incompetency 0 0
Total 80 100

Source: field data

4.2.16 OPRAS Practice

The study focused on knowing whether thepaedents were practice OPRAS
as a tool evaluating job performance. Undeis thtudy settled two possible
answers regarding the practice of OPRAS in TM@e results were 90%
respondent to “yes” means that they practicBRAS and 10% respondents
disagreed to a “no” means that OPRAS is n@ictired as a tool of assessing

employees performance. This shows that respisdeased to a “yes” which is
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90% support the question that OPRAS is usedaatool for assessing job

performance of employeesin TMC. Table 4.22shbe result.

Table 4.22: Level of OPRAS Practiced

Variables Frequency (N) Percentage(%)
Yes 78 90
No 2 10
Total 80 100

Source: Field data

4.2.17Success Brought when OPRASwas Introduced

The study focused on knowing whether OPRA®u@ght any success on
increasing job performance in this council. Unditis study gives chance to
respondents to mention at least three sucoessrs after implementing OPRAS
in this council. 25 % of respondents resptial OPRAS improve quality of
service delivery 6 % respond that OPRAS redutaecomers at work and 69 %
respond that OPRAS reduce absentees at woik. ®Bhows that 69%of
participants support that OPRAS reduces langenber of absentees at work in

this council. Table 4.23 below show the resul

Table 4.23:Level of OPRAS Brought Success

Variables Frequency (N) Percentage( %)
Improve quality of service delivery 20 25
Reduction of latecomers 5 6
Reduction of absentees 55 69
Total 80 100.0

Source: Field data
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4.3 Discussion ofthe Findings

The results of the study show that the migjoof respondents are aware on
implementation of OPRAS as a system of evalgatemployees in public

services especially at Temeke municipal coumyjiu (2001) his study shows
that the staff was aware and takes parthim process. Based on the findings, it
is evidenced that OPRAS are not only thdective tool for improving

performance in public services.

It is not only helpful in improving performem 72.5% of the respondents
were in the opinion that OPRAS is not vemportant tool in evaluating
employees. Mostly the results indicate thatomler to increase the quality of
service delivery in the public sector in Zania the OPRAS should be
implemented as well as new result- based paynsystem, Payment for pay

(P4P) should be introduced Songstad et all,2R0

In addition Performance targets set by empleydso have been justified by this
study, evidence has proved that most of emplwee not actively participate in
setting goals and goals should be discussetdiin manager and employee this
will helps in increasing job performance. Thiading also able to investigate
the factors hinder employees involving in tisgt goals. According to

Massawe (2005) His study showed that majootyOOCL employees did not
participate in setting their objectives.Alson§stad et al.,(2012) shows that
setting performance targets and performanceagement planning was hardly
done to all workers and managers.Again thedifigs reveals that there is

management decision making over implementatioh OPRAS made after
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evaluation process done, most of respondemteagnd explaining some of
decision making made by the management to eraptoyso that to enhance job
performance were; promotion done to employees wibwell, transfer to higher

position, wage increase, provision of bonus andarde; demoted and other many
things while other responded explain that é¢hes no any decision making
done over the implementation of OPRAS to erygds. This is in align with

the study conducted by Rudrabasavaraj (196@) study revealed that the
appraisal results were used 100 percent fomgption and transfer also Shettys
( 1970) shows that appraisal reports were ufeddetermining wage increase.
While Lewis (2008) goes further and concludmttto improve the quality of
services delivered and satisfy customers dakebolders, the government
mandated of public service management to Idpvanitiatives that could

improve public service delivery changes were enadch as work improved team

and performances based reward system .

Furthermore the study investigated the awa®nef performance standards,
criteria and grade used during evaluation ggecand its significance on job
performance. The results shows that 45.0%respondents have idea of the
present performance criteria, standard and egradised during evaluation
process while the large number of respond&6t0% have no idea on
performance criteria, standard and grade, Théseings agree with the
findings by Songstad et al, (2012) shows thettirsy performance targets and
performance management planning was hardly ,dbee performance indicators

and standards were not clearly defined ambwk to all workers and
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managers. Also Karen and Anna (1997) suggests dppraisal in public libraries
has a tendency to fail because not enougmteties is given to defining the
aim of appraisal. Karen and Anna (1997) suggdéstisappraisal in public libraries

has a tendency to fail because not enough tiaiasn is given to defining the

aim of appraisal.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

51 Introduction

This chapter consists of the summary of the mamdifigs, conclusion, and
implication of the findings, limitations of the slyy recommendations and suggested
area for further study. This study aimed at idgmg factors hindering
implementation of OPRAS. A cross sectional studyTemeke Municipal Council

in the city of Dar-es-salaam, Tanzania.

5.2 Summary of the Main Findings

The study on the factors affecting implemeaatatof open performance review
appraisal system ( OPRAS) in Tanzania spediican public service at
Temeke Municipal council is done scientifigalso as to get measures to be

taken on the system ( OPRAS).

All in all open performance review and apgpahi system ( OPRAS) is still in
need improvement in Temeke municipal councédspite of availability of OPRAS
in the municipal. The applicability of the systesrstill low especially in some of the

departments especially health department in Temekacipal council.

The majority of respondents on responding to garadjective of the study through
the data collection methods applied by tesearcher, The results showed that;
poor infrastructure, lack of top managemenppsut, scarcity of resources, mass

used for promotion, lack or poor provision khowledge and skills, personal
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biasness, un acceptance of the system by workeo®r involving in setting

performance targets, lack of motivation and rpocommunication.The study also
discovered that; lack of reliable transportcklaf enough competent appraisers,
low salaries and other payments to the workéad environment of workers

especially teachers and nurses.

5.3 Implications of the Findings

The findings contribute knowledge on success@PRAS implementations in

municipalities were by needs to identifies areafs improvement, creating culture
of continuous improvement, identifies trainirand development needs.Needs
to increase motivation, job satisfaction, a ssenof personal value as well as
improving systematic judgments to support ryalancrease, promotions, transfer,
demotions and termination. Also a clear undeditey of what it is expected

and what needs to be done to meet expectatihe opportunity to discuss
work problems and how to overcome them dadimprove work relations

with supervisors.

5.4  Conclusion

Employees view OPRAS into two levels, at tfitsvel of the hierarchy differ
from the second level of the hierarchy. Empks/at the first level of the
hierarchy view OPRAS as a means to increasg theome. Employees compare
themselves with one another and make judgsnesiating to who should
receive a bonus and those who should not.l&mees at the second level view
performance as an instrument to control agtipline the subordinates. This

show that regular training is important to ajpathe mindset of the subordinates.
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Employees sign performance agreement everyr, ge@ordinate differ with
supervisors on understanding grade, standadd caiteria used during evaluation
process, need employees to attend seminads vaorkshops to understand

them.

The study concludes that absolutely OPRAS émgintation has brought about
some positive changes in service deliveredernployees. Although majority of
the employees and clients have not recognibed way in which the OPRAS
implementation have paved their ways towamgsrovement of service delivery,
few of the employees and management havefitmheoositively. Regardless of
the achievement of OPRAS implementation, emg#gy majority of them

complained that some of the appraiser lackpiained, lack of awareness, poor
cooperation among employees and supervisors. Eie é&ffect seems to be
dominant in certain situations, supervisors skfeoweritism to certain subordinates’

who receive bonuses even though they do quatify for performance bonuses.

5.5 Recommendations

Basing on the findings and conclusion of #tady, It is recommended to the
council management Team (CMT) that, The Opgeerformance Review and
Appraisal System ( OPRAS) should reach itsbisgon of implementing the
OPRAS to be wused in public service so ttmtimprove work performance
by doing frequent supportive supervisions \Wwtace very important in order to
attain a high level of implementation coverabjee researchers recommendations
include the followings that must be donejdase the budget for evaluation

process so that workers and leaders shoalticipate very well in all stages.
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Motivate employees in order to win thesommitment to work for example
by giving them more training and seminairs order to give them current

and update information’s and pay them edtrides etc.

Employ enough competent workersto work in di&pents, so thatto have best
results.Creating the workers good environmeiit work, also to increase of
annual workers’ salaries, Provision of immesliabonus, rewards for the
workers whose perform well and not to waitr flong time.The system should
not much used for promotion purpose, should stméocus on improving

performance for those workers who perform rjyoshould be retrained so that

they can perform well next time and notke punished (demotion).

5.6 Limitations of the Study

Limitations of this study were poor recordeeping, limited time, limited fund,

delays by some staff in releasing some datanoe, tbusy on their daily activities,

other staff releasing false data in order favor themselves that they are
hard workers. Also some of the respondentsisesf to respond to questionnaires
while some gave irrelevant information on itheesponses. But after they had
been educated by the researcher that thetltataused for academic issue and

will not affect their job is when the rate ofsponse increased.

5.7 Suggested Areafor Further Studies
It observed that some critical and relevasgués have not been covered by
this research. The following may be the possibdreas that could qualify for

the further studies to be conducted.
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(ii)

(iii)
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There is a need for a further study to ingesé why alarge number of
employee dislike OPRAS as a tool for estin.

To examine the strength of using OPRAS in puld&rvice for improving
job performance in Tanzania public service

To examine why a group of few employeesbenefituglothe use of OPRAS
as a system of evaluation such as transfehigber position, promotion

etc.
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APPENDICES

Appendix |: Research questionnaires

THE OPEN UNIVIVERSITY OF TANZANIA

| Editha V Musiba, a student from open university of Tanzania, pursumaster
degree of Human resources management ( MHRMm ¢t@nducting a research on
the investigation of the factors hindering impleta¢gion of (OPRAS) open
performance review appraisal system in Tanzaniasa study of Temeke municipal
council. The information you provide is highly appiated and will be treated with

utmost confidentiality, | will be very grateful you answer all questions

SECTION A: GENERAL CHARACTERISTICS OF THE RESPONDEN TS

1. Gender (Please tick your category)

Male Female

2. Age(please tick your age group)

18-25 26-30 31-35 36-40 41+

3. Education (please tick your education at group)

Certificate Diploma Degree Other (please specify)
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4. Total years of work experience (please tick youugjo

SECTION B

Appendix 2
Questionnaire to all council staff

Instruction
You are requested to fill the information in the@sps provided below, and where the

answer is a choice circle around the letter that bwtches your opinion

Name of your Department---------------mmmmm oo

Designation (Your job title) --------=--=-mmmmmm e

1. Do you practice Open Performance Review and &pal System (OPRAS) in

Temeke municipal council?

a. Yes b. No

2. How institutionalized is Open Performance Reviamd Appraisal System in

TMC?

a. Low b. Moderate c. High

3. Is there any organized system to learn fromsinecess and failure of the past

performance appraisal system? a. Yes Db. No



69

4. Is Open Performance Review and Appraisal Sys(@RRAS) easy to

understand?

a. Yes b. No

If Yes, NOW---mmmmm oo oo

If the answer is N0, WNY-----=--mnmmmm o e
5. Are OPRA forms easy to fill? ares b. No
Ifthe answer is No, why? e
6. Do you like to fill OPRA forms? a.Yes b. No

7. Are you aware of performance standards, cri@m@grade you have to achieve in

performing your duties?

a. Yes . b No

8. Are there any management decision making theeimplementation of OPRAS?
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a. Yes b. No

If yes, Please explain how you know? ---------——----m-mmomommm oo

9. From your experience with OPRAS, do you thih&t it has led to improved

employee performance and council efficiency in merdelivery?

a. Yes b. No

If YeS, NOW-=nmmmmm e e e oo s

10. From your observation, what is your view oe ttompetency of workers on

OPRAS implementation?

a. highly competent b. Competent. Lowly competent

d. incompetent e. Highigompetent

11. What is your opinion on the leadership of tlesuncil in supervising

implementation of OPRAS?

a. Very good leadership b. Goatlérship c. Bad leadership d.

Very bad leadership

12. Is OPRAS linked to pay or salary increment?

a. Yes b. No
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If yes, how does the pay provided incregsar commitment to OPRAS

implementation?

13. OPRAS entails mutual agreement in planning van#t setting targets between

supervisor and workers. Is such practice effeagtiveemeke Municipal Council?

a. Yes b. No

If yes, how is this practice implemented?

14. Since the introduction of OPRAS in this counislthere any notable success?

please mention at least three.

15. What would you say are the main factors lingitin implementing OPRAS in

this TMC?
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(€) mmmmmmm e s

16. What would you say are the most important factor successful OPRAS

implementation?

(B) == mmmm e s

17. How many times is OPRAS applied TMCan year?

(a) Quarterly evaluation

(b) Once in year

(c¢) Twice in year

18. from your understanding what does OPRA&anf

a. Open performance review appraisal system

b. Is a tool for improving job performance

c. OPRAS linking to pay

d. | don”t know
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19. Is there any steps have been taken by the ldatipartment to make sure that

the system is understood and accepted to theogegs?

a. Yes

b. No

If Yes,

[ (0

If No,

[ (0.

20. Is there any communication methodologies are pleyed to

communicatebetween appraisers and appraise dwatgation process?

a. Yes

b.no

21. During evaluation process who manages thaiaitah process?

a. Heads of department

b. employee themselves

c.l don't know

22. Is there any capacity building/training don¢he staff to enable them to perform

well their duties?
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a. Yes

b. No

If Yes please explain .......ccoooviiii i e

If NO please explain ........o.oeie i e e

THANK YOU FOR COOPERATION



