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ABSTRACT

This study aimed at assessing the role of perfocamaappraisal in improving
performance in Zanzibar public sector. The studypleged descriptive and
analytical research approach. In addition, questioles were employed to get data
from the employees in the ministry of States, mlesi's office labor and civil
servants. Heads of departments/ units were selguigubsely to get their views
concerning the problem for whom interview schedwias applied. This study
indicated that the current performance appraisahéministry of state president’s
office labour and public service is ineffective.tBa@uestionnaire and interview data
revealed that the ministry has lack of officialsdaclear system of evaluating
employees and uses only tradition methods of etialuaMoreover, the study
identified lack of performance appraisal policy afekdback provision after
evaluation process. It is proposed that a systempeoformance appraisal in the
ministry should be developed to solve the facedlehges This study recommends
that the ministry should take the responsibility feepare performance appraisal
policy and strategies to be used in evaluating eygas, then the government could
complement the whole process; employment of expéntsare qualified and able to
evaluate employees in the organization; employdesnild fill the performance
appraisal form, and then request feedback of thair assessment; and employees
have to establish solidarity and cooperation antbegiselves which will help them
to establish their own evaluation in their deparitagand recommend about their

rights in departments their recognition.



viii

TABLE OF CONTENTS

CERTIFICATION L.t e e e e e e e et e e e eeeees I
COPY RIGHT ottt e e et e et e e e e e e e s b e e e eaeeenen iii
DECLARATION ...ttt ettt e e e e e e et e e e e e e e bnmm e e v
DEDICATION ...t e et e e e e e et e e e e e e e eneeea e e e v
ACKNOWLEDGEMENT ...ttt e e e e e e aeeeeenn M
ABSTRACT <. e e ettt e e et et e e e e e e rnn e e eeeees Vil
TABLE OF CONTENTS . ... e viii
LIST OF TABLES ... e e e Xiv
LIST OF FIGURES ... ettt e eeemmeaans XVi
ABBREVIATIONS ...ttt e et e e e e e e e e aeeennees XVii
CHAPTER ONE ..o et a e e e e e 1
INTRODUGCTION ...ttt mem et e e et e e e e e ee b e e e e e eeennnenn e eas 1
1.1 Background to the Problem.............oooi e, 1
1.2 Statement of the Research problem..............cooviiiiiii e, 3
1.3 Objectives Of the StUAY........cooviiiii 5
131 General ODJECTIVE. ... .. 5
1.3.2 SPECIfIC ODJECHIVES Ariz....uuiiiiiiiiiiie e 5
1.4 Research QUESTIONS........coouiiii e 5
15 Significance of the Research...........cccoooivon 6
1.6 Scope Of the StUAY.......cooiiiiii e 6
1.7 Organization of the Study...........ooorriiiiii e, 6
CHAPTER TWO .ttt et e e e e et e e e e eeeees 8

LITERATURE REVIEW. .. ..o 8



2.1

2.2

221

2.3

23.1

2.3.2

2.3.3

2.3.4

2.3.5

2.3.6

2.3.7

2.3.8

2.3.9

2.3.10

2.3.11

2.3.12

2.3.13

2.3.14

2.3.15

2.3.15.1

2.3.15.2

2.3.15.3

2.3.154

2.3.15.5

INEFOTUCTION ...t e e 8
Conceptual DefiNitioNS........ccooviiiiiieicr e e 8
Definitions of performance appraisal.............cccceeeeiiiiiiiieeiiiiiiieeeeans 8
Theoretical Literature REVIEW.............uvviveeiiiiiiieee e 11
Needs to Appraise Performance...........ccccevvvveeveeieiiiiiicce s 11
Role of Performance Appraisal................uuviiiiiiiiiiiieeeeeeeieeeeee e 11
Theory X and Y.ttt a e e e e e 13
HYQIENE TNEOKLY....uuiiiiii e e e e e e e e e e e e eeanenenes 14
Maslow’s hierarchy of needs Theary...........ccccceeeeviiiiieiiiiiee, 14
Human Relation TREOIY.........covviiieeiicece e eee e 15
The EXpectancy TREOIY........ccovviviiiiiiiiiie e ee e e e e e 16
The Reinforcement ThEOLY........iiiiiii e 17
A Pay-for-Performance StruCture..............uvvvviiiiiieiieieeeeeeeveeeeeeeeee 17
Key elements to effective employee applraisa..........cccccoeeevveeeeeennnnnn.. 18
Objectives of Performance Appraisal.........cccccceeeiviiiieeeiiiiiiieeiiieeee, 18
Performance Appraisal ProCesS.......ccooviviiieeeeiiiiieieeeeeiiieeeeeeeeannanns 20
Systematic Procedures of Performance Aggirai.............cccccevvvvvvvvnnnnns 21
Performance Appraisal POliCY............couvviiiiiiiiiiiie e 21
Methods of Performance Appraisal..........ccccoevvvviiiiiiiiiii e, 22
WIITEEN ESSAYS....evvvruunneiiiiieeeeeeeeeeeeeeeeeeessseenenessseasnnnnnaeeaeaeaaaeeaaeeeenes 22
CritiCal INCIAENLS. .....eeiiiiiiiieie e 23
GraphiC Rating SCalL.........uuueiiiiiiii et 23
Behaviorally Anchored Rating Scales (BARS...........cccovvvvvivviiceenennn. 24

Multiple COMPATISONS.........uuvrieiiiiieeee e e eeee e e e e eeeeeeeree e 24



2.3.15.6 The responsible person for Appraise R@dQce.............ccccceeeeeeeeeeeeenn.. 24
2.3.15.7 Immediate Supervisor Appraisal.........cccccevvuviiiiiiiiii e, 25
2.3.15.7 Peers APPraiSal.......cccccciiiiiiee i e 25
2.3.15.8 Self Evaluation ApPraisal...............uuuviuiiiiiiiiiiieeeeeeesieeeeee e eeeeeeaaianns 26
2.3.15.9 Subordinate APPraiSal........cccceeeiiieeeiiiiiiiiiiei e 26
2.3.15.10 360-Degree APPraiSal........ccceeeeeeiiiiiieeee e 26
2.3.15.11 Rationale for 360-Degree Feedhack.............ccovvvvrriiiiiiiiiiiii e, 27
2.3.15.12 Management by Objectives (MBQ)............coovvvrrriiiiiiiiiiiiiee e eeeeeenn, 28
2.3.16  Advantages of Performance Appraisal............cccccevvvvvvviiviiniiiensennne. 28
2.3.17  Factors that hinder the Performance Apghais............ccccceeeveeiiieeennn.n. 31
2.3.18  Uses of Performance Appraisal...........ccccccvvvvveeiiviiiiiiiiiesseeeeenee e 32
2.3.19  EmMployees MOtIVAtION.........uiiiiiii e e e e e 34
2.4 Empirical Literature REVIEW............uuvvviviiiiieii e eeeeeieeeeee e 36
2.4.1 Empirical review Literature World wide.............cccoceeiiiiiiiiiieeeeennnn, 36
2.4.2 Empirical Literature review in AffiCa...........cccceeeeiiiiieeieeeeeeeeeeeeeiiieees 39
2.4.3 Empirical review in TanzZania............cooovvvveeeiiiiiiiiiiiies e eeeeeenee e e eeeees 44
2.5 ST TCT= (ol I T o 49
2.7 Theoretical frameWOrK............ooviiiiii e 49
2.6 Conceptual Frame WOrK...........uuuueiiiiiiiie et eeee et 50
CHAPTER THREE ... e 51
RESEARCH METHODOLOGY ....coiiiiiiiiiiciieii e e e 51
3.1 INEFOTUCTION ... it e e 51
3.2 RESEAICN AESIGL. . uuiiii i e e e e e e e e e eeaanaee 51
3.3 Area Of the STUAY.........ooveieeeeeer e 51



Xi

3.4 Population of the StUdy............eiiiiiiiiiiieeeeeeeeeeeeeeee 52
3.5 Sampling Design and sample SIZe............iiiiiiiiiiieeeeeeeeeeeeeeeeeee, 52
3.5.1 ISF= 0] 0] 1o Je (=151 o 1 n ISR 53
3.5.2 SAMPIE SIZE.eueeiiii i —————— 53
3.6 Data Collection MethOds............cooiiiiiiiieiiieee e 54
3.6.1 SOUICES Of DALA......uueeeiiieiiiiiiiei e 54
3.7 Data collection INStruUMENtS...........cooriiiiiiiiiie e 54
3.8 Reliability and Validity of data..............ccccoevvvviviiiiiiiiice e 55
3.8.1 =] 1= o |1 Y/ 55
B.8.2  VAIAIY et vttt ee e e ettt r e 55
3.9 Data ANAIYSIS. ... oo e ———————————— 56
CHAPTER FOUR ...t e e e e e e eeeeeees 57
PRESENTATION OF THE FINDINGS AND DISCUSION...........cccovviiiiiieeieenes 57
4.1 INEFOTUCTION....ceiiieiii et e e 57
4.2 Characteristics of the Respondents..........ccccceeeiviiieeeeeriieeecceieeeeee, 57
4.2.1 THE RESPONSE....ceeiiieiiici ittt e e e e e e e e e e eeees 57
4.2.2 JaYo TSI 110 B @ ToTol U] o= U1 o] o S 58
4.2.3 Experience of the ReSpPONdents...............uvvveiiiiiiieiieeeeeeeieeeeeeeeeeee 59
4.3 Factors Leading Performance Appraisal in theisty .............cccceennnn. 61
4.4 Performance Appraisal POICY.........cccee e 64
4.5 System of Evaluating EmMpIOYEES........cccoevvvveiiiiiiiiiiieeeeeveeeiine 65
4.6 eriod do Employees be Evaluated............cccoooeeeeiiiiiiiiieciiiieeeeeas 66
4.7 Common Methods used in Performance Appraisal............cccccceeeennnn. 67
4.8 Persons Responsible to evaluate Emplayees............ccceeevvvvvevvvvvvnnnnns 69



Xii

4.9 Challenges that hinder Effective Performanperaisal................cc....... 70
4.10 Performance Appraisal FeedbacK.............cccceeiiiiiiiiiiiii s 74
4.11 Increment of Salary............uvvvviiiiiiii e 77
4.12 Promoting, demoting, Dismissing, Suspensioheominating of
EMPIOYEES. ... e ——————— 81
4.13 Impacts of effective performance appraisal............ccccccceeeiiiieiieeeeennnn. 86
4.14 System of Performance AppraisSal.........cccccceveeeeeeeiieeeeeeeiiiieeeeaeeees 88
4.15 Measures taken for Establishing/ Improviegdmance Appraisal in
PUDIIC SECLOIS.....eiiiiiiitiiie e 91
4.16 Discussion of the fiNdINGS.......ccooviiiiiiieei e 91
4.16.1  Factors Leading Performance Appraisal@eMimistry..............ccccvveeee 92

4.16.3  Effective performance appraisal methoasl i evaluate employees in

010 o] [ oS =T o ) APPSR 94
4.16.4  Challenges that hinder performance appraisa.............ccccceevvevvvvvvnnnnns 95
4.16.5 Feedback after performance appraisal...........ccccoeeeeiiieiiiiiiiiiieiiienns 96
CHAPTER FIVE ... . e 100

SUMMARY OF FINDINGS, CONCLUSION AND

RECOMMENDATIONS ...t e e e e e e e ennes 100
51 INEFOTUCTION ...t 100
5.2 Summary of the key findings............oviiiiiiii e 100
5.3 Implications of the FiNdiNgs...........ooovviiiiiiiiii e 102
5.4 CONCIUSION ...ttt e e e e 103
55 ReCOMMENTALIONS.........uiiiiiieiiiiiie e 104

551 Recommendations to the GOVerNMENL.........oveeeveeiee e, 104



Xiii

5.5.2 Recommendations to the Ministry..........ccccoevvvvviiiiiiiiii e, 104
5.5.3 Recommendations to employees........ccceeeevieeeeeeiiiiieeeeeeeeeeees 105
5.6 Limitations of the Study............ooevviiiiiiiiii e 106
5.6.1 TIME FrAME...ccii i 106
5.6.2 Financial LImItation............ccoooiiiiiieee e 106
5.6.3 Reluctance of ResSpondents............coovvvvviiiiiiiiiiiii e eeeeeeeee e 107
5.6.4 The Problem of EXpPertise...........uuuvviiiiiiiiiiei e 107
5.7 Suggested Areas for further Study............ooovvvvviiiiiiiiiie e, 107
REFERENCE ... 108

APPENDICES ... 114



Table 3.1 :

Table 4.1 :

Table 4.2 :

Table 4. 3 :

Table 4.4 :

Table 4.5 :

Table 4.6 :

Table 4.7 :

Table 4.8 :

Table 4.9

Table 4. 10:

Table 4. 11:

Table 4. 12 :

Table 4. 13:

Table 4. 14 :

Xiv

LIST OF TABLES

SAMPIE SIZE oottt 53
Distribution of the Respondents bgtitation.............cccviiiiennn. 58
Distribution of the Respondents lgeAand SeX.........cccevvvvvvvvvinnnnnn. 59

Distribution of the Respondents bu&adion and Working
EXPEIENCE ...ttt e aQ

Perception of the respondent on Fadtiaking Workers to be

Willing, Happy and satisfied in working Area...........cccooeeveeeeeeeenn. 62
Ministry has Performance Appraisaldyo..............ccoeeevvivviiiiiinnnnnns 65
Period do employees be evaluated a......cccoovvviiiiiiiiiiiiiiineeennns 7.6

Perception of the respondent on Comivdethods used to in

Performance APPraisal ............cooii i 68
Perception of the respondent on Comivdethods used to in

Performance APPraisal ............cooo i 69
Perception of the respondent on Chgdle hinder Effective

Performance APPraisal ............cooi i 71
Perception of the respondent onl&mgéds that hinders

Effective Performance Appraisal .............eeeeeieiiiiiiiiiiiiiiiiiieeeeiiins 72
Perception of the respondent ifir@stry provides Feedback

after Evaluation ProCESS ........uuuiiiiiii e 74
Processes used to provide FeedbacK.................cccoooeei il 67
Perception of the respondent oreaming Salary since date of

EMPIOYMENT . e e e e e e eeeeeaeaanees 78

Period when Salary increment takaseR...............ccccccoeeeieviiienn. 78



Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

Table 4.

15:

16:

17:

18:

19:

20:

21:

22:

23:

24 :

25:

26:

27 :

28:

XV

Responsible to recommend/ increalseysof employees ................ 79
Criteria used to increasing saldmgnoployees...........cccccvvcieieenennn. 80
Criteria used to increase salagnoployees ..........cccccceevviiiiieeeeennnn. 81
Promotion or Demotion of the resmmg..............ccceeeeevvvevveveieiinnns 81
Responsible to promoted, demotiosimiss, Suspend or

TEIMINALE ......ceieiiiee e e 82
Criteria used to Promote EmplOYees........ccccevveeeeeeeeeieiiieeeiiiinens 28
Criteria used to Promote EmpPIlOYees........cccoevveeeeeeeeeieiiieeeeiiiinns 38
Criteria used to Demote EMPIOYEEeS.........cceevvieeeieeeeiiiiiieeeeiiiien 4.8
Criteria used to Demote EMPIOYEEeS.........cccevvveeeeeeeeeiiiiieeeiiiiinns 58
Criteria used to Suspend EMPIOYEES ........ccevvieeeeeeeeeeeeiieeeeiiinnns 58
Common Impact of Effectiveness Rarémce Appraisal ................ 87
Respondents’ Perception if the SysiePerformance appraisal

in the Ministry should be developed ........cccooeeiiiiiiiiiiiiiieeeeeeee, 88
Performance appraisal should beldpgd ....................ccevvvviriinnnnns 89
Areas where the System of Perform#ppraisal should be

[0 12371 (o] o= o [P 89



Figure 2.
Figure 2.
Figure 4.

Figure 4.

Figure 4.

Figure 4.

Figure 4.

Figure 4.

Figure 4.

Figure 4.

Figure 4.

Figure 4.

Figure 4.

[ERN

N

[ERN

N

10:

11:

XVi

LIST OF FIGURES

360-Degree APPraiSal ........coeeeeerermmminiaaaeeeeeeeeaeeeeeeeieesiennns 27
Conceptual frame WOrK ........ccceeeeiiiiiinieieeeeeeeen 50
Respondents’ Knowledge on Perforraakmpraisal...................... 61
Factors Making Workers to be Williktappy and satisfied in

WOTKING AT uueiiiiii ittt e e e eeeeeenanans 63
Factors Leading Performance Appraisthe Ministry ................. 64
Perception of the respondent onedysif Evaluating

Employees in the Department/ Unit..........ccmeeeeeiiiiiiienninnnnnen.. 66
Persons Responsible to evaluate @mapk...............ccooeeiviiiiiinnnens 70
Perception of the respondent on|€hgés that hinder

Effective Performance Appraisal .............coovuiiiiiiiiiiiiiinieeeee, 72

Perception of the respondent onl€hgés that hinder

Effective Performance Appraisal .............ooovuiiiiiiiiiiiiiinieee 73
Ministry Provide Feedback after Exion..................oouvvvvunnennnnn. 75
Procedures used to Provide FeedbackK...........cccooeevieiiiiiiiinnnnee. 77

Most Common Impact of Effective Beriance Appraisal
IN TN MINISTIY .ottt e e e e e e e e e eeeeaeeees 86
Areas where the System of Perform@ppraisal should be

EVEIOPEA ... 91



IPA:

MBO:

MHRM:

MKUZA:

OPRAS:

PA:
PAS:
RGZ:

TQM:

XVii

ABBREVIATIONS

Institute of Public Administian
Management by Objective.
Master in Human Resource Management
Mkakati wa kukuza Uchumi na Kupunguza Umaski
Open Performance Appraisal System
Performance Appraisal
Performance Appraisal System
Revolutionary Government of Zidnar

Total Quality Management



CHAPTER ONE

INTRODUCTION
1.1 Background to the Problem

Every organization especially public services ogyaperate an open performance
appraisal system for all its public servants. Pphgyose of the performance appraisal of
the public servants is to discover, evaluate arminh@nt data to enable measures to be
taken for improvement of the efficiency and effeetiess of services as a continuous
objective. The information obtained through perfanoe appraisal should be used in
awarding or with holding increments, planning jalfation and training programmes
and in making appointments to higher post or in al@ns or termination of

appointment to particular post.

Every public servant is given job description immmeting specific objectives that are
measurable as well as indicators for the resbetachieved within 12 months. The job
description is drowning up in consultation with {mablic servant and includes personal
skills development objectives as well as operatiangectives and shall be given
feedback at regular intervals (Nagu, 2003). In arganization, performance appraisal
is not a new phenomenon. The term is used for magdgehavior of the organization

S0 as to have a competent satisfied work force.

According (Bersh, 1975) evaluation of employeesiutustries are based on rating the
main purpose like as to determine wages, transfam@notion and others. It was

traditionally viewed as a primary means for manggmployees performance and was



administrative duty performed by the human resoumamager. At that time human
resource managers were the one who filled the faants catalogue all the negative
information collected for the whole year of thetgadar employee leading to conflicts

between employers and employees.

In order to improve performance appraisal, ther \@rious methods suggested by
different scholars who tried to find out the besttihods that can be used to evaluate
employees and reduce certain conflict in orgaroratiand increase productivity. In the

early 1950’s, performance appraisal techniques ethads began to be used for the
technical professions and managerial skills. (Nx@)3) categorizes those methods into
different approaches as comparative, behaviorahagement by the result and quality
approach. (Gupta, 2003) also categorizes the pedioce appraisal methods into two
forms, known as traditional methods, this mean idemtial report and field review and

modern methods such as assessment centre, apfnedsgh management by objectives

(MBO).

Beside all the different methods, usually manageesadvised to select an approach or
method that can be best to minimize conflict amengployees and contribute to the
achievement of the organization goals. The presenadifferent methods explained,
many public organization or government institutidmsve inadequate procedures in
appraising performance of the employees. Also éylall994) “Stated that many
organizations in Tanzania are using traditionalhoés of performance appraisal, the

system is rigid and non participatory and whicharding the colonial ligancy.



Currently, Tanzania through the president’s officel public services, management has
committed itself to improve staff performance byngsview system called OPRAS and
definitely use modern methods. Therefore, frompgbmt above, the research attempted
to explore reason why the performance appraisalitees are not conducted effectively
in government institutions. So the study was cotetll at the President’s Office

Ministry Labor and public service in Zanzibar.

1.2 Statement of the Research problem

Performance appraisal is a very important systemdwcted for employees in all
organizations. A regular and well prepared perforoeaappraisal system enhances the
effectiveness and efficiency of the delivery ofvée® in the organization as well as
creating a culture of hard work to the staff whielads to better results in achieving
targets within a particular interval of time. Hovesyit has been revealed that, most of
the organizations do not apply regular and welppred performance appraisal system.
It is a common phenomenon for most organizationZamzibar resulting in poor

performance in the delivery of service.

In recognition of the importance of performance ragal, the Government has taken
some steps to minimize public service performan@dlpms as such during the late
1980s and 1990s cost containment reform measuretuding progressive

disengagement from state owned enterprises, résting government institutions and

freezing of employment in the public sector.(RGZ1@).



The effective delivery of public services requirefficient, effective and competent
public institutions. However, the public instituti® are weak and as a result delivery of
poor public service to the citizens leaves a Idieéadesired, the fact that does not satisfy
the realization of MKUZA those strategies includeproving the quality of the work
force and working conditions in key growth sectasswell as Vision 2020 objectives of

better utilization of human resources (MKUZA II,121).

There are about 30,740 employees in public se@tagorized in higher, middle and
lower levels. While the government insists on hangderk for better results, most of
middle and lower level employees above poor incomeg®vernment sectors compared
to private sectors. According to (Shein, 2014), sadary for lower level employees
increased from T.shs.100, 000 to T.shs.125, OOGniancial year 2010/2011. The
government reviewed lower level salaries schemenaaudke another changes from T.shs.
125, 000 to T.shs.150, 000 in year 2013/2014. Q#raunerations are considered to be

offered according to employee experience and Nakischeme of services.

It seems that, there are some problems affectingiames’ performance appraisal in
public service institutions. Unclear systems anacpsses for managing human
resources functions, Irregular systems for perforweaappraisal in Government civil
service institutions, lack of proper promotion m@dare, and large salary gaps between
senior and junior employees the fact that causesyneéaims among employees to
employers leading to poor performance results Algh, the government introduced

the public service management policy 2010, itl s#mains reluctant to fully



implemented. If thus, this research is specificallgsigned to assess the role of

performance appraisal in improving performance afizZbar public sector.

1.3 Objectives of the Study
1.3.1General objective

The general objective of this study is to assessrtthes of performance appraisal in

improving performance in Zanzibar public sectors.

1.3.2 Specific Objectives are:-

1. To examine organization factors leading to peménce appraisal in the public
sectors.

2. To determine the effective performance appraisgthods used to evaluate employees
in public sector.

3. To examine the organizational challenges thadidri performance appraisal process
in public sector.

4. To assess feedback after performance appraisategs undertaken in the

organization.

1. 4 Research Questions

1. What are organization factors leading to perforoe appraisal in improving
performance in the public sectors?

2. Which performance appraisal methods are usezlatuate of employees in public
sector?

3. Is there any challenges that hinder performappeaisal process in public sector?



4. What is feedback after performance appraisalgg® undertaken in the organization?

1.5 Significance of the Research

The findings from the study as the source of infation are expected to contribute to
the body of knowledge for better understandinghgbartance of performance appraisal
in public sectors. The study is also useful togheernment and other employment stake
holders to understand factors leading employeesbptrformance and its hindrances,
procedure and features of performance appraisalingato better alternatives as

interventions for improved performance of employe€ke research as a learning
document will be helpful for employees to identifaps in their institutions in

developing their performance for public interestl apportunities for their development.

On other hand, the research will encourage bothl@mes and employers to change
their attitudes toward understanding their rolee@onomic development. The research
document will be useful for academic institutiossaasource of knowledge to students,

lecturers and researchers.

1.6 Scope of the Study

This study was conducted in Zanzibar urban Disttibere most of public sectors are
located. This study intended to assess whethepmpeshce appraisal is carried on in

public sectors in Zanzibar.

1.7 Organization of the Study

This research covers five chapters.



Chapter one is the introduction which involves lgaokind of the problem, statement of
the problem, research objectives, research questtmpe of the study and organization
of the study. Chapter two explains literature resgeconceptual definitions, theoretical
literature reviews, empirical review research gap aonceptual framework. Chapter
three is covers by research methodology, areaestindy, research design, population
of the study, sample size, sample techniques, rdetfialata collection, data analysis
methods and limitation of the study. Chapter fouvjles research results presentation,
analysis and interpretation of data gathered frioenfield i.e. observation and interview.
The chapter also provides responses from quesii@sngrofile of the respondents,
precise interpretation and finally discussion o findings. Chapter five presents the
summary, conclusion and recommendations relatimgl®oof performance appraisal in

improving efficiency in public sectors.



CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction

This section review a rage of literature relatedo&sformance appraisal. It begins by
giving the concepts, definitions, an over viewgpefformance appraisal, both theoretical
and empirical reviews and the variability situationthe world, Africa as well as in

Tanzania. It also links the concepts and variatdedentify crucial area to be studied.

2.2 Conceptual Definitions

Appraisers: as managers or directors who are playing role of aigprg their
subordinates.

Appraisees: These are the normal employees who are passiesiligt and watch the
whole process when their own performance is beppyaased.

Appraisal Methods: these are distinct approacheppoaise job performance,

Outcome: Are the result of performance appraisatgsgNgirwa, 2005)

2.2.1 Definitions of performance appraisal

Performance appraisal is a very important activityany organization because it
involves various activities such as evaluating exyygeé performance in centime system
participating and training. The word performancerajsal is defined by many scholars,
among of them are as follows. The word performamggraisal stands for a meeting
between workers and the managers in order to disehat they are doing in their work
(Macmillan E. Dictionary (2000). Kreitner (2001)asfrs the necessary components of

performance appraisal in the work organization. 4ded that, performance appraisal



process has got four key components; these araiapprappraisee, appraisal method

and outcome.

Appraisal: the act of examining someone or somgtimnorder to judge their qualities,
success, or needs. So, It implies making a judgrabotut how well an employee is
doing .It help them feel that their good work i€ognized and that they are valued
(www.dictionary.cambridge.org/)
According to (Khan, 2013), Performance appraisal fermal system that evaluates the
guality of an employee’s performance. An apprasteduld not be viewed as an end in
itself, but rather as important process within @aoler performance management system
that links:

i.  Organizational objectives

ii. Day to day performance

iii.  Professional development

iv. Rewards and incentives

In simple terms, appraisal may be understood asafisessment of an individual's
performance in a systematic way, the performanaegb@easured against such factors
as job knowledge, quality and quantity of outputjtiative, leadership abilities,
supervision, dependability, cooperation, judgmergrsatility, health and the like.
Assessment should not be confined to past perfawenaone. Potentials of the

employee for future performance must also be asdess
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Thus, performance appraisal is the systematic atialu of the individual with respect
to his or her performance on the job and his orgwmential for development. A more
comprehensive definition isPerformance appraisal is a formal, structured esysof

meaning and evaluating an employee’s job relatétaviers and outcome to discover
how and why the employee is presently performingl@njob and the employee can
perform more effectively in the future so that #maployee, organization and society all

benefit.

In general the appraisal is highly based on resbitained by the employee in his/her
job and not on the employee's personality chanatits. The appraisal measures skills
and accomplishments with reasonable accuracy aifafmnity. It provides a way to help
identify areas for performance enhancement andetp promote professional growth
and help to make effective working relationshipsud, each employee should receive a
thoughtful and accurate appraisal. The succedsegbitocess depends on the supervisor's
willingness to complete a constructive and object@ppraisal and on the employee's
willingness to respond to constructive suggestiang to work with the supervisor to

reach future good goals (http://www.wpi.edu/).

Appraising performance in work organization shdoddtaken as a normal process done
by all levels of managers to their subordinates. ofer words performance appraisal or
evaluation of individual is inevitable activity f@n organizational life; this is because
employees always want feedback about their perfocmathe thing which will help

them to learn how they are progressing. Not ondy Hut also employees expect that the

employer will appraise their performance and the has been done satisfactorily and
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they will be paid their salaries and be retained@sd employees. Usually performance
appraisal is done periodically either quarterlynsannually or annually depending on
the policy of the organization plan. It is advidedbe more than trice if subordinates

working on a new or short term project (Beer, 9)98

2.3 Theoretical Literature Review
2.3.1 Needs to Appraise Performance

If performance appraisal reviews are done peridigicé helps supervisors gain a better
understanding of each employee's abilities. Itasy\effective especially when the goal
of an organization is to recognize achievementeualuate job progress, and then to
design training for further development of skilledastrengths. A careful review
stimulates employee’s interest and improves jollop@ance. The review provides the
employee, the supervisors a formal feedback meshmnon an annual basis

(http://www.wpi.edu/).

2.3.2 Role of Performance Appraisal

Performance management, in its broadest contex, nsanagerial process that takes
major roles to link corporate objectives, perfonoastandards and evaluation, to which
the performance review, or PA, are often appliegffd®mance appraisal plays other
roles to improve the use of resources and sene laasis for personnel actions. To
make distinctions among people, distinguish a pessstrengths from his or her
weaknesses, implement and evaluate human resoystenms in organizations, and
document personnel decisions. It also helps toriles@nd emphasize in making

decisions between-personal decisions in organizafiar instance for promotions or
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termination decisions or salary administration #nd purpose of the PA will remain the
focus of the present study. However success ofPa#agystem depends upon its degree

of fairness.

The relationship between job satisfaction and jefggmance has been the concern of
many studies. Performance appraisal shows Jobfasgiti;n to the employee’s

pleasurable or positive emotional state as a redithie appraisal of one’s job and job
experiences. For the long-term effectiveness ofafganizational system is important
for employee’s satisfaction. If employees are ravisfied with Pas, they will not see the
added value arising from it. Some other studiegssigd that appraisal satisfaction is a
key factor leading to job satisfaction. PA alsceaf§ turnover intention that is, leaving
the present job to look for another job hence &figcactual turnover. One of the

preeminent purposes of appraisals is to positiedigct future performance. the basic
roles of conducting PAs is to improve the perforoerof the affected employees

towards organization goals and increase capadignployees' perceptions of being

valued and being part of an organizational.

PAs is an effective tool for mangers to enhancé thrganizational effectiveness and
enhance improving performance and building both gabsfaction and organizational

commitment.

Alternately, it lowers down the turnover levels efiployees. The employees who are

satisfied with how PA conducted in any organizati@ve lower turnover intentions.
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This is why Performance appraisal in performanc@agament is considered critical

tool reduced job satisfaction (Adnan, 2010).

The theoretical literature review for this studybesed on motivation theory, Theory X
and theory Y, human relation theory, Maslow hiengrof needs theory, expectancy

theory, the performance regulation perspective,camtept of individual performance.

2.3.3 Theory Xand Y

Douglas McGregor’'s Theory X and Y (1960) focusedmanagement’s assumptions
about employees; managers who view subordinatesviimg, cooperative, and
responsible (Theory Y) treat them differently fromanagers who take the opposite view
point (Theory X). Since Theory Y managers havéedsint expectations, they structure
the work environment opportunities to take on m@gponsibilities. Michael (2011) if
organizational goals are to be met, theory X marsagely heavily on threat and
coercion to gain the employees compliance. Th&bpresents a different orientation
about the relationship between managers and engsdoyén this theory management

assumes employees may be ambitions and self medivat

Theory X and Y in this study helps researcher tateeemployees and management in
making decision which acts as the motivation to leyges to be involved in
performance appraisal in public organizations, ahwbugh motivation employees
increase their job performance. McGregor arguetitiast employees already had their
physical and safety needs met and that the mativaltiemphasis had shified to the

social, self-esteem, and self actualization neddeerefore, management had to provide
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opportunities for these upper level needs to be imaghe workplace, or employees
would not be satisfied or motivated in their jodSuch opportunities could be provided
by allowing employees to participate in decisionking, promotion, authority and

redesigning jobs to make them more challengindyyoemphasizing good work group

relations, among other things (Koontz and Weihrik990).

2.3.4 Hygiene Theory

Frederick Herzberg’s motivation hygiene theory (2P®&ent even farther, positing that
workers were not motivated by extrinsic factorshsas salary, working conditions, and
job security but by intrinsic factors such as ackiment, recognition, and responsibility.
If the motivation hygiene theory holds, managemmsutt only must hygiene factors to
avoid employee dissatisfaction, but also must gl®vactors essential to work itself for

employees to be satisfied with their jobs.

2.3.5 Maslow’s hierarchy of needs Theory

Abraham Maslow believed that workers need to feetease of belonging to an
organization. Humans need to feel a sense of bglgngnd acceptance among their
social groups, regardless if these groups are largemall. For example, some large
social groups may include clubs, Co-workers, religi group, professional organization
and sports teams. Examples of small social commectinclude family members,

intimate partners, colleagues and confidants.

Abraham Maslow’s theory of motivation saw the humaeds are in the form of

hierarchy, ascending from the lowest to the higleest concluded that when one set
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needs is satisfied this kind of needs cease todievator. He categorized the hierarchy
of needs as follows. Psychological needs for snistgihuman life its self, such as food,

water, warmth, shelter and sleep. Safety needsdbaseneeds to be free of physical
danger and the fear of losing the job, propertgdfor shelter. Affiliation or acceptance

needs explain that peoples are social beings, &p leed to be accepted by others.
Esteem needs ,according to Maslow, once peopla begatisfy their needs , they tends
to be held self esteem both by themselves and otheéerms of satisfaction as power,

prestige status and self confidence.(Koontz anchv\i,1990).

According to this theory, it emphasizes that, tlefgrmance of any employees is

influenced by number of factors.

2.3.6 Human Relation Theory

George Hawthorne Mayo believed that organizatitroailsl see and treat the workers as
human beings. The human relations between emplayek management of the
institutions might be more successful if managersulds begin to consider the
employees individual and social needs (Holden, 2000@anagers who hold Human
relation theory of participation believe simply imvolvement for the sake of
involvement, arguing that as long as subordinatetthat they are participating and are
consulted, their ego needs will be satisfied arey twill be more cooperative (Richie
and Miles. 1970). Job satisfaction and employemnoiiment receive considerable
attention from industrial and organizational psyogests, management scientists, and
sociologists. Miles (1975) led to the conclusioattmanagers actually subscribe to two

models: one for subordinates and the other for febmes hence the adoption of the
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human relations and human resources models. Tharhuebations model accepts the
fact that people share a common set of needs:loémdpeto be liked and to be respected
while the human resources model professes thatlepewg only share the needs to
belong and be respected, they also desire to bortgrieffectively and creatively to the

accomplishment of worthwhile organizational objees.

Secondly, people want to feel useful to their orgaiion according to the human
relations model. The human resources model h#mitpeople not only feel useful to
their organizations, but they are capable of egergifar more initiative, responsibility,

and creativity than their present jobs, or workcwmstances require or allow.
According to the human relations model people tencb-operate willingly and comply

with goals if the needs to belong and liked ardilkedl. The human resources model
professes that the capabilities to contribute te #thievement of the objectives
represent untapped resources, which are presesthg lwasted. This will increase
employee’s job performance. On the other handsth®rdinate’s expectation in the
human resources model are that the overall quafifyerformance will improve as an
organization executives make use of the full raofexperiences.( Bratton and Gold

,2007).

2.3.7 The Expectancy Theory
In This theory Psychologist Victor H. Vroom explaitat people will be motivated to
do things to reach the goal if they believe in Wath of the goal and if they can see

that, what they do will help them in achieving RReople’s motivation toward doing



17

anything will be determined by the value they placethe outcome of their efforts

(Koontz and Weihrich, 1990).

2.3.8 The Reinforcement Theory

(Koontz and Weihrich, 1990) emphasized the PsydisioB.F. Skinner's (1938)
philosophy that, an individual can be motivated fpper design of their work
environment and praise of their performance andigbument for poor performance
produce negative results. He analyzed the workatsin to determine what causes
workers to act the way they do, and then theyatgtio eliminate troublesome areas and
obstructions to performance. Specific goals arentit workers participation and assist
to prompt and regular feedback is made availabte merformance improvements are
rewarded with recognition and praise. Even wherioperance does not equal goals,

ways are found to help them and praise them fogtioel things they do.

2.3.9 A Pay-for-Performance Structure

Annually, the organization evaluates each empl®ypetformance. In the case where an
employee has changed jobs part-way through the asgpr period, both of the
employee’s supervisors during the appraisal pesioould submit an appraisal of the
employee’s performance. During the performanceuatan process, the most recent
job description on file should be reviewed and uedaf necessary via the position
description modification process. When performaagpraisal used as intended, a pay-
for-performance structure achieves the goal of rding truly top performers with merit

increases that match their achievements and catitits. (http://www.wpi.edu/).
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2.3.10 Key elements to effective employee appraisal

For the purpose of making better performance engasy (Riley, 2012¢xplained
elements to the appraisal, there are four key ei&srte effective employee appraisal;
1. Set objectives - decide what is needed from empl®yand agree these
objectives with them. If appropriate, set timessdfg achieving them.
2. Manage performance - give employees the tools,ureee and training they
need to perform well. If appropriate, set timessdte achieving objectives.
3. Carry out the appraisal - monitor and assess emapByperformance, discuss
those assessments with them and agree on futuzetivies.
4. Provide rewards/remedies - consider pay awardsoapdomotion based on the

appraisal and decide how to tackle poor performafvogw.tutor2u.net).

2.3.11 Objectives of Performance Appraisal

Salary increase: Performance appraisal plays a role in making dstigbout salary
increase. Normally salary increase of an employs®edds upon how he is performing
his job. There is continuous Evolution of his peniance either formally or informally.
This may disclose how well an employee is perfognamd how much he should be
compensated by way of salary increase.

Promotion: Performance appraisal plays significant role whmnamotion is based on
merit and seniority. Performance appraisal disdds®av an employee is working in his
present job and what his strong and weak points lar¢he light of these, it can be
decided whether he can be promoted to the nexehigbsition.

Training and Development: Performance appraisal tries to identify the gjtes and

weakness of an employee on his present job. Thisnration can be used for devising
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training and development programmes appropriate deercoming weakness of
employees.

Feedback: Performance appraisal provides feedback to ermsp®yabout their
performance. A person works better when he knows e is working. This works in
two ways, firstly, the person gets feedback abasitperformance. Secondly, when the
person gets feedback about his performance, heetate his work to the organizational
objectives.

Pressure on EmployeesPerformance appraisal puts a sort of pressurengriogyees
for better performance. If the employees are causcthat they are being appraised in
respect of certain factors and their future largddpends on such appraisal. Others are
Identifying systemic factors that are barriersaofacilitators of, effective performance
and confirming the services of probationary empésyeaipon their completing the

probationary period satisfactorily (Khan, 2013).

On other hands, (Hunnes et al, 2012) observed ttiatkey idea of performance
appraisal is to establish a reward system thatrmopdis the efforts and contribution of
leaders and employees to the general performanceheaf organization. The
propagation of performance appraisal systems isivatel by a broad range of
concerns, including promotions, terminations, galaadministration, and the
development of adequate competence and expertesgorfPance appraisal may be
useful both in the cross-sectional dimension fonparison between individuals) and for

the time dimension (for comparison of individuatfpemance over time.
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There are many suggestions dominated by psychtdoffisused on the psychometric
properties of appraisal, in particular the rolesapervisors and the precision on their
performance evaluations. Other psychologists puenemphasis on worker reaction to
appraisals and the social context in which appratszurs. Issues of employee
satisfaction with performance appraisal systemseapored by Boswell and Benson
(2000) and Brown and Benson (2003), who both atgaeindividual involvement and
development opportunities play an important roletfe success ratio of performance
appraisal systems. However, there is a relatiossbgween performance appraisals on
the one hand and employee outcomes in terms oforpeahce, organizational
commitment and turnover intention on the other. Thetivational issue play an
important role for the efficiency of performancepegisal systems. The trust between
employees and leader for its acceptance plays arddg in performance appraisal

systems (Hunnes et al, 2012).

2.3.12 Performance Appraisal Process

Different authors have stressed on the performappeaisal process and have pointed
out various stages to be followed in that particplacess; from the website (www. co.
penillas). The necessary events that should berutad@n during the appraising
activities are as follows:

i) Ask employees to complete self appraisal f¢optional)

i) Review notes related to employee performance

iii) Review performance expectations and key resfmlities for the position.

iv) Rate employees on all applicable criteria

V) Prepare preliminary employee evaluation foieesng authority
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vi) Plan for specific corrective and/or developmaciions

vii) Write the final appraisal.

2.3.13 Systematic Procedures of Performance Apprab

According to (Robinson, 2001), the performance aigpt process is a potential
minefield of problems. For instance the appraitser make leniency, halo and similarity
errors or use the process for political purposBeme appraisers bias their evaluations
by unconsciously favoring people who have qualitied traits similar to themselves.
And of cause some appraisers see the evaluatiaregsaas a political opportunity to
overtly reward or punish employees they like orlikis respectively. Hence the
following suggestions can significantly help to makhe evaluation process more
objective, fair and systematic:-

i) Emphasize behavior rather than traits.

i) Document performance behavior in a diary.

iii) Use multiple evaluators.

iv) Evaluate selectively.

v) Train evaluators and

vi) Provide employees with due process.

2.3.14 Performance Appraisal Policy

Appraisal performance policy is the main tool f@peaisal in the Country or in any
organization. According to Rakesh (1990), Policgvaes a broad guide as to how the

objectives of a business are to be achieved. \ijectives provide the ends which a
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manager should try to achieve the policy provideghideline which he/she should keep

in view while achieving the ends.

Hence a policy is an established guiding canon @euinon objectives devised to govern
the activities of the business enterprise and framch the basic concepts of conducts
are derived. Then a policy is devised to guideapizational members to deal with a
particular recurring situation in a particular mann It delimits the area within which a
decision is to be made and ensures that the decisih be consistent with the

organizational goals. Hence the evaluation potiggresents the commitment of top
management to make sure that the work is beingopedd as per organization

objectives.

2.3.15 Methods of Performance Appraisal

By definition performance appraisal methods refera tool used to discriminating the
behavior which matches the organizations expectsitimom that behavior that deviates
from the organizations expectations (Ngirwa, 2005)so he defines performance
appraisal methods as a tool or approach that aana@fion uses to establish judgmental
opinion on the behavior or performance of its erppés. There are various methods of

performance appraisal used in an organization artteerg are as follows:-

2.3.15.1 Written Essays

Probably the simplest method of evaluation is tatewa narrative describing an
employee’s strengths, weaknesses, past performamtential and suggestions for

improvement. The written essay requires no compdems or extensive training to
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complete. But the results often reflect the apitit the writer. A good or bad appraisal
may, be determined as much by the evaluators \grgiills as by the employee’s actual

level of performance.

2.3.15.2 Critical Incidents

Critical incidents focus the appraiser’'s attentimm those behaviors that are key in
making the difference between executing a job &ffely and executing it in
effectively. That is the appraiser writes down awdes that describe what the
employee did that was especially effective or ifeefve. The key here is that only
specific behaviors not vaguely defined persondligjts are cited. A list of critical
incidents provides a rich set of examples from Wwhtte employee can be shown those

behaviors that are desirable and those that aallirfprovement

2.3.15.3 Graphic Rating Scale

One of the oldest and most popular methods of #gires the use of graphic rating
scale. In this method a set of performance fadtoch as quality and quantity of work,
depth of knowledge, cooperation, loyalty attendartmmesty and initiative are listed.
The appraiser then goes down the list and ratds @adcncremental scales. The scales
typically specify five points so a factor such ab knowledge might be rated one (1)
(poorly informed about work duties) to five (5) heomplete mastery of all phases of
the job). Though they do not provide the depthrdbrimation that essays or critical
incidents do, they are less time consuming to @gvahd administer. They also allow

for quantitative analysis and comparison.
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2.3.15.4 Behaviorally Anchored Rating Scales (BARS)

This combines major elements from the critical decits and graphic rating scale
approaches; the appraiser rates the employees bastzins along a continuum, but the
points are examples of actual behavior on the gjgbrrather than general descriptions
or traits. Bars specify definite observable of jatated behavior and performance
dimensions are found by asking participants to gpecific illustrations of effective and

in effective behavior regarding each performanoeedision.

2.3.15.5 Multiple Comparisons

This evaluates one individual's performance agaihet performance of one or more

others it is a relative rather than an absolutesw@ag device. The three most popular
comparisons are group order ranking individual nagland paired comparisons.

i) The group order ranking — An evaluation methizat place employees

into a particular classification such as quartiles.

i) Individual ranking — An evaluation method thank orders employees from best

worst.

iii) Paired comparison an appraisal method that pames each assigns a summary
ranking based on the number of superior scoresthiea¢mployee achieves, (Robinson,

2001).

2.3.15.6 The responsible person for Appraise Perforance

Just as there are multiple standards by which &uate performance, there are also
multiple candidates for appraising performanceve@ithe complexity of today’s jobs, it

is often unrealistic to presume that one person fcdly observe and evaluate an
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employee’s performance; rates may include supewjispeers, team members, self
subordinates and customers. And each may be méessouseful for the administrative

and developmental purposes we shown earlier. i@illB. pg 325)

2.3.15.7 Immediate Supervisor Appraisal

About 95 percent of all performance appraisalshatlbwer and middle levels of the
organization are conducted by the employee’s imatedboss. Yet a number of
organizations are recognizing the drawbacks togu#imis source of appraisal. For
instance many bosses feel unqualified to apprdiseunhique contributions of each of
their subordinates. Others resent being askedplay “God” with their employees

careers. Additionally with many of today's orgaatibns using self managed teams
telecommuting and other organizing devices thatdte bosses from their employees.
A employee’s immediate superior may not be a ridigbdge of that employee’s

performance.

2.3.15.7 Peers Appraisal

Peer appraisals are one of the most reliable sewfcappraisal data. Why? First peers
are close to the action. Daily interactions previdem with a comprehensive view of
an employee’s job performance. Second using peensters results in a number of
independent judgments. A boss can offer only glsiavaluation but peers can provide
multiple appraisals. And the average of severahgatis often more reliable than a
single evaluation. On the down side, peer apdraisa suffer from co workers

unwillingness to evaluate one another and fromdsias friendship or animosity.
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2.3.15.8 Self Evaluation Appraisal

Hawing employees evaluate their own performancemsistent with values such as self
management and empowerment. Self appraisal gets miarks from employee’s
defensiveness about the appraisal process; and nieke excellent vehicle for
stimulating job performance discussion between eggds and their superiors.
However as you might guess they suffer from ovéated assessment and self serving
bias. Moreover, self appraisals are often low gneament with superior’'s ratings.
Because of these serious drawbacks, self appragsalsprobably better suited to

development uses than evaluative purposes.

2.3.15.9 Subordinate Appraisal

A fourth judgment source is an employee’s immedgtbordinate. This can provide
accurate and detailed information about a manadmtsvior, because the evaluation
typically has frequent contact with the apprai3ée obvious problem with this form of
rating is fear of reprisal from bosses given unfatbte appraisal. Therefore, respondent

anonymity is crucial if these evaluations are t@beurate.

2.3.15.10 360-Degree Appraisal

The latest approach to performance appraisal isuies of 360-degree evaluation or
putting it all together. This provides for perfante feedback from the full circle of
daily contacts that an employee might have, randgnogn mailroom personnel to
customers, to bosses to peers (see the diagramv)beline number of appraisals can be
as few as three or four evaluations or as manybasvigh most organizations collecting

five to ten per employee.
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What's the appeal of 360-degree appraisal? Thewdit into organization that have
introduced teams employees involvement and TotahliQuManagement (TQM)
programs by relying on feedback from co workerstamers and subordinates, these
organizations are hoping to give everyone a sehparticipation in the review process
and gain more accurate readings on employee peafaren The primary objective of

the 360-degree is to pool feedback from all ofahmgployees’ customers.

Top Management
(Internal Customers

Manager (Internal Suppliers (External)
Customers l Customers
Employee
Subordinate Client (External)
(Internal) customers , ;_\\ Customers
Co-Workers or Team Other Department
Internal Customers Representative (Interng|
Customers

Figure 2. 1: 360-Degree Appraisal
Source: Adapted From Personnel Journal, Novemi€94:)

2.3.15.11 Rationale for 360-Degree Feedback

The main rationale for 360-degree has been exptdgs&arnow (1993) as follows:-
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360-degree activities are usually based on twodssymptions;

1) That awareness of any discrepancy between heweeg ourselves and how others
see us increases self awareness; and

2) That enhanced self awareness is a key to mawiparformance as a leader and thus
becomes a foundation block for management and iglaige development programs

(Armstrong, 2003).

2.3.15.12 Management by Objectives (MBO)

Peter Drucker on 1954 introduced the different tiesoof management and provided
main the theme of Management by Objectives (MBOprécess whereby the superior
and subordinate managers of an organization joimtientify their common goals,
define each individual's major areas of respongthih terms of the result expected of
him and use the measures as guide for operatingrtih@nd assessing the contribution
of each of its members. The most important elen®@nMBO is to evaluate the

performance and comparison of actual performantte twe benchmarks.

2.3.16 Advantages of Performance Appraisal

Organizations depend on performance appraisaltaasl for improving the performance
of subordinates and effectiveness of their orgdimaaunity. Moreover it is important
because the data collected is used as a sourcadmpower planning and a means of
influencing employees’ performance as well as luify the moral obligation of letting
people know where they stand (Beer, 1985). Pertiapsost significant advantage of

appraisal is that, in the risk and bustle of daityrking life, it offers a rare chance for a
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supervisor and subordinate to have “time out” fana-on-one discussion of important

work issues that might not otherwise be addressed.

Almost universally where performance appraisalosducted properly both supervisors
and subordinates have reported the experience rafidial and positive. Appraisal

offers a valuable opportunity to focus on work ates and goals to identify and correct
existing problems and to encourage better futurbpeance. Thus the performance of

the whole organization is enhanced.

For many employees an “official” appraisal intewienay be the only time they get to
have exclusive uninterrupted access to their sigmrv Said one employee of a large
organization after his first formal performance ieggal; in twenty years of work that's
the first time anyone has ever bothered to sit dawd tell me how | am doing. The
value of this intense and purposeful interactiotbwken a supervisor and subordinate
should not be under estimated.

i) Motivation and satisfaction: performance apgal can have a profound effect on
levels of employee motivation and satisfaction-foetter as well as for worse.
Performance appraisal provides employees with r@tog for their work efforts. The
power of social recognition as an incentive hasnblemg noted. In fact there is
evidence that human beings will even prefer negatecognition in preference to no
recognition at all. If nothing else, the existelméean appraisal program indicates to an
employee that the organization is genuinely intedesn their individual performance
and development. This alone can have a positiigeince on the individual's sense of

worth, commitment and belonging.
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The strength and prevalence of this natural humesirel for individual recognition
should not be overlooked. Absenteesm and turn@tes in some organizations might
be greatly reduced if more attention were paidt.toRegular performance appraisal at
least is a good start.

i) Training and development: performance apptaiéiers an excellent opportunity —
perhaps the best that will ever occur-for a supervand subordinates to recognize and
agree upon individual training and development see®uring the discussion of an
employee’s work performance the presence or absgihwerk skills can become very
obvious even to those who habitually reject theidétraining for them. Performance
appraisal can make the need for training more prgssd relevant by linking it clearly
to performance outcomes and future aspirationsomFthe point of view of the
organization as a whole consolidated appraiatd dan form a picture of the overall
demand for training. This data may be analyzeddnables such as sex, departments
etc. In this respect performance appraisal cawnigeoa regular and efficient training
needs audit for the entire organization.

iii) Recruitment and induction: appraisal data banused to monitor the success of the
organization’s recruitment and induction practiceBor example how well are the
employees performing who were hired in the pastyears? Appraisal data can also be
used to monitor the effectiveness of changes iruieent strategies. By following the
yearly data related to new hires (and given sufitinumbers on which to base the
analysis) it is possible to assess whether the rgempiality of the work force is

improving, staying steady or declining.
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iv) Employee evaluation: though often under stabeceven denied, evaluation is a
legitimate and major objective of performance ajgala But the need to evaluate (ie, to
judge) is also an on-going source of tension siegaluative and developmental

priorities appear to  frequently clash. Yettatmost basic level, performance appraisal

is the process of examining and evaluating theopexdince of individuals.

Though organizations have a clear right, some waag a duty-to conduct such
evaluation of performance many still recoil frone tidea. To them the explicit process
of judgment can be dehumanizing and demoralizirdyaasource of anxiety and distress
to employees. It has been said by some that sgbraannot serve the needs of
evaluation and development at the same time, gtrbha one or the other. But there
may be an acceptable middle ground where the reeedaluate employees objectively

and the need to encourage and develop them caaldneckhd.

2.3.17 Factors that hinder the Performance Appraisa

In actual practice and for a number of reasons &performance appraisal programs
sometimes yield disappointing result. The primaylprits include lack of top
management information and support unclear perfocmastandards rates bias, too
many forms to complete and use of the programdaflicting purpose (William, et al)
Top 10 reasons that can affect the appraisal psosesnany organizations are as
follows:-

i) Manager lacks information concerning an empbdg actual performance.

i) Standards by which to evaluate an employeet$gpmance are unclear.

iii) Manager does not take the appraisal processissy.
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iv) Manager is not prepared for the appraisal iewieth the employee.
v) Manager is not honest or sincere during théuaten.

vi) Manager lacks appraisal skills.

vii) Employee does not receive ongoing performdeeelback.

viii) Insufficient resources are provided to rewaetformance appraisal.
ix) There is in effective discussion of employe@&epment.

X) Manager uses unclear/ambiguous language iavaliation process.

2.3.18 Uses of Performance Appraisal

Most organizations uses performance appraisal ek detween employees’ activities
and organizational goals.
Actually performance appraisal is used for multipleposes rather than single purpose.

(Noe, 2003) .He categorizes these purposes inrée troups as follows:-

)] Administrative purposes which include promotiomnsfer, bonus, pay rise,
lay-off etc.
i) Development purposes which include training, semisiaort courses, etc.

iii) Strategic purposes which include preparation ofgldarm plan of the
employees within the organization.
A effective performance appraisal systems contain basic systems operating in
conjunction: an evaluation system and a feedbadtesy The main aim of the
evaluation system is to identify the performancp @hany). This gap is the short fall
that occurs when performance does not meet thelatdrset by the organization as

acceptable.
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On the other hand the main aim of the feedbaclesy$s to inform the employee about
the quality of his or her performance (However ithfermation flow is not exclusively

one way. The appraiser also receives feedback frenemployee about job problem),
one of the best ways to appreciate the purposeses of performance appraisal is to
look at it from the different viewpoints of the mastakeholder: the employee and the

employer /organization.

The Employee view point: from the employee viewpdine uses of performance
appraisal are:-

)] Tell me what you want me to do

i) Tell me how well | have done it

iv) Help me improve my performance

V) Reward me for doing well.

Organizational view point: from the organizatiolew point, on the most important
reasons for hawing a system of performance apprisida establish and up hold the

principle of accountability.

For decades it has been known to researchers tmatod the chief causes of
organizational failure is non alignment of respbiigy and accountability; Non

alignment occurs where employees are given respiitiss and duties but are held
accountable for the way in which those responsiésliand duties are performed. What
typically happens is that several individuals orrkvanits appear to have overlapping

roles.
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The overlap, allows, indeed actively encourageh @atividual or business unit to “pass
the buck” to the others. Ultimately in the sevgrabn aligned system no one is
accountable for anything. In this event the ppieiof accountability breaks down
completely. Organizational failure is the only pibée outcome. In cases where the non
alignment is not so severe the organization mayimoa to function albeit in efficiently;
like a poorly made or badly tuned engine the nagnall organization may run but it
will be sluggish costly and unreliable. One of thencipal aims of performance
appraisal is to make people accountable. The tigets to align responsibility and

accountability at every organizational level. (wyerformance-appraisal. Com/ )

2.3.19 Employees Motivation

Motivation represents an employee’s yearning antigaiion, which is marked as
exertion. Some people want to complete an assighrnen are easily diverted or
discouraged. They have high ambition but littleuassce. Other plod along with
imposing determination, but their work is derivativThese people have high
commitment but low desire. The motivation has asiyneassifications as the word
supervision. The following are several definitigdhgt begin to help us in considering
this elusive concept. Motivation is a predilectionact in a unambiguous goal intended
for manner. Motivation might be distinct as thecomstances of an individual's
perception, which represents the potency of hikartendency to put forth attempt

toward some fastidious manners.

The term eagerness refers to goal heading forrecti@mbition aimed at behavior, is

characterized by the progression of selecting arettihg convinced actions amongst
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deliberate behavior to achieve goals. Motives expressions of a person’s needs:
hence, they are individual and interior. Thesenitedns obtain quite a lot of frequent
characteristics to assist us in the conversatiaagerness experience:
i.  Aninternal need strengthen that activates humaawer.
ii.  Drive is the interior force that boosts deeds definite direction.
iii.  Goals are the inducement or payoffs that strengtimriidential contentment,

that in turn strengthen the continuation of needs.

It is useful to know the postulation of Herzbergissumption known as two-factor
conjecture is anxious with the inspiration of waskéhrough needs, and judge money

and service reimbursement to be sanitation aspetssatisfies.

Motivation through financial incentives is based the more recognized view that
currency is the lashing force (the motivator). Whbe remuneration is greater, the
employee is more prolific. Objectives of trainingsierge to optimistic transform for
apprentice, ensuing to enhanced feat of their caFee the attainment of the objective
instruction bound for imperative achievement ruditse (acquaintance, expertise,
manner) for the career, when training makes availady apprentice to require support
during the enhancement of performance, furthermibre training programs are
measured carefully for the improvement of conseqgegmabout the achievement of

apprentice ( Jabeen ,2011).
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2.4 Empirical Literature Review

This part concerns with empirical reviews in theridpAfrica and Tanzania. Research
on performance appraisal practice has been cordlbgtesome researchers to discover

various issues associated and as the outcome pfahgce.

2.4.1 Empirical review Literature World wide

The study on impact of Performance Appraisals amdivdtion on Employee’s Outputs
in Banking Sector of Pakistan was conducted toaephnd examine the relationship of
work performance with the performance appraisal madvation in banking sector of

Sahiwal, Pakistan.

The study revealed that, there is a positive w@tstiip of work performance with
performance appraisal and motivation. It is alsduded that employees of banks of
sahiwal have high work performance due to perfoeappraisal and high motivation.
Both regression and correlation shows positiveticeiahip of work performance with
motivation and performance appraisal. Work perforoea is generated through

performance appraisal and high work motivaijBashid, 2018

Another study conducted by (Kakei. 2005) &elationship between Performance
Appraisal Satisfaction and Work Performance wasdaoted in Malaysia. The study
indicated that, there is a positive relationshigween performance and appraisal
satisfaction and job performance. A study indidathat satisfaction with the

performance appraisals positively influence workigrenance. This study carried on in
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National Link Telecom Malaysia revealed that, mation has strong and positive

impact on the job performance of the employee<ratian job satisfaction.

In United Kingdom, the performance management gysite public sectors is well
practiced. The payment system to the people is delleloped occasionally, with
different schemes being introduced for differents s&f people at different times and

with different motives.

In the public sector working environment, the girmgvemphasis is on quality and ‘right
first time, and there are schemes to stimulate commemt and interest by giving people
broader and more rewarding jobs by, for examplejritroduction of team working. Pay
has now become related more to the total job tlwaeléments of the job, and the
individual’s responsibility for quality has startealbe formally recognized in other ways

than by simply imposing pay penalties for re-work.

The Government introduced Pay systems which halected many changes to occur
gradually as well as many organizations still haveariety of payment systems. The
aims of pay systems is designed to motivate, rewaduit and retain employees, they
now have wider expectations thrust upon them: impgp quality and skills, changing

the work culture and promoting co-operation (MwRa0?2).

In Turkey, the study was conducted by ( Erbasi,e2@11) for the purpose of examining
the effect of performance appraisal errors facednbystrial cooling managements on

personal performances in terms of employee pemepntiBesides, the attitudes towards
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work performances of the employees and performappeaisal errors are also studied
to see if there is any difference in terms of sademographical characteristics. About
200 people that work in 14 industrial cooling magragnts operating in Central
Anatolian Region in Turkey were involved. Accorditthe findings of the study, the
most common error faced by industrial cooling mamagnts is the radiance effect, and
the least one is that the relations among differeotks are not considered with full
attention. In accordance with the results of thelgt of some employee perceptions in
terms of performance appraisal error have a negafifect on work performance, while
other employee perceptions in terms of performamaaisal error have no effect on
work performance. Moreover, there is a significaifference in the attitudes of
employees in terms of performance appraisal eraocording to the income level,
education status and the frequency of performappeagal required to apply within the

management.

In India Performance Appraisal is most traditiobat widely used method of measuring
employee performance on the job, his relative @dsliand skills to enable him to take
up higher job responsibilities. Organizations to@ag putting increased accentuate on
performance appraisal practices to improve empleyperformance and used as a
motivational tool as well as a mechanisms whichtrdoute in large the developmental
of the organization. The study to explore and as#i®s existing performance appraisal
practices of public sector organizations in Indi@asveonducted where 125 executives
of public sector were selected for the purposéefstudy. The study also examined the
role of Performance appraisal in interpersonalti@ia, employee development and

motivation development.
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Study findings revealed that, Performance apprassaracticed in India and is very
beneficiary to achieve a number of objectives idirig the strengths and weaknesses of
the employees, employee motivation and decisiomgearming promotions, transfers,
pay increase etc. Through performance appraisatjrrg method also is used in some of

the departments or for certain categories of jdag( 2013).

The study was conducted to determine the perceptadnemployees regarding the
effectiveness of the Performance Appraisal SysteAS(| used by the financial sector in
Jordan. Effectiveness of the PAS is determined &wyr ffactors including value,

objectivity of ratings, key aspects, and actualsusé results. A total of 278 non-

managerial employees from 13 financial organizatiparticipated in the study. The
results of the study indicated that employees Kigidrceive the effectiveness of the
performance appraisal system in Jordan. Furtherntoeeresults indicated that there are
no significant differences in employees' percemidrased on the demographics of

gender and years of work experience (Al-Zawahrehidmsawneh, 2012).

2.4.2 Empirical Literature review in Africa

There are many challenges which hinder the deligépublic service reforms in Africa.
The factors include those relating to human resssutike manpower deficiencies and
lack of emotional dispositions and shortage ofritial and material resources necessary
for effective delivery of services. The problems aafcountability as well as ethical
issues also continue to affect effective delivefypablic service in Kenya. The
Government ofo Kenya has launched several reforogrpms to improve service

delivery. Some of these reform efforts include @heil Service Reform Program, which
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aims to enhance public service efficiency and petidily. The program was designed
to improve performance in the public sector. Theeotreform initiatives included the
implementation of Results — Based Management thatguided by Economic Recovery
Strategy for Wealth and Employment creation witte tbtrategies of developing
benchmarks and evaluating the performance appraisg@ublic institutions.  The
government introduced a program where rewards #mer anotivation factors were to
be used to encourage provision of quality servicgbe public sector. The Performance
Appraisal System (PAS) was introduced by the Gawemt of Kenya to refocus the
mind of the public to improving performance of eoydes in their service delivery.
Most firms in Kenya now employ some performanceraigal system.

(Ochotiet al,2012).

In Ghana ,the study on performance appraisal asogag motivation mechanism was
conducted at Financial institutions in Kumasi, Agih@aegion of Ghana. The objective
of the study was to find out the relationship betweperformance appraisal and
employee motivation in financial institutions in &ta. The study also examined the
effect of employee involvement and the manager+libate relationship in the

appraisal process.

The results of his study found that, the perforneaagpraisal system is an effective tool
in employee motivation if both the process and anme are fair. The study also revealed
that employee participation in the appraisal preagas high and this led to employee
motivation and perception of the process and oué&camfair. It was confirmed that, the

assumptions of equity theory which states that exsrkare motivated when they
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discover that there is transparency in their evadna and that they are treated fairly in

compensation and promotion.

Also, motivation and performance were enhanced wheéividuals participated in goal

setting. Obviously, motivation and performance wilbrove if people have challenging
but agreed upon goals and receive feedback. Emgddgel motivated when they know
how well they are doing on their jobs. This alstoims employees of their value and

future to the organization.

Most employees wanted appraisal ratings to be uled training and career
development. This was probably because of the Ipgtential of training and
development in developing competence and expeféading to rewards such as
promotions, salary adjustment and bonuses. Theysindicated that employee
participation in the appraisal was very high andsamuently, the process was perceived
by most employees to be fair. Subjectivity in apgabcan, therefore, be minimized
through the implementation of due-process image. griocess of performance appraisal
was not the only factor responsible for employeetivation in organizations. The
outcome of the appraisal process and manager-dnatednteraction was important in
sustaining employee motivation and performance sThalaries, rewards and congenial
organizational culture were also significant fastoin employee motivation.
Participatory performance appraisal increased eyeglonotivation which consequently

increased productivity in the institutions (AkuoR§12).
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As far as Performance management is a tool medntgmve performance and help in
decision making in organizations. The study wagghbto evaluate the effectiveness of
the Results Based Management system (RBM) in impgosgervice delivery in the
Zimbabwean civil service. The study was carriedioi2013, in four Ministries. It was
found that the RBM was not understood by the mgjaf the employees (78%) and has
been received with mixed feelings and controversyZimbabwe. the performance
management system was fraught with challenges duést complexity and non-
adherence to its tenets by the employer. Documgntuidence showed that
performance related awards had not been affeatee 2007 due to financial constraints
and non submission of employees’ final ratingshe Civil Service Commission for

payment purposes.

For a few ministries which got performance relasathry increases, it was found that
these were applied randomly. Advancements and @w¥ons were not tied to
performance. There is no meaningful relationshifjwben performance and financial
rewards between salary increments, promotions avdrgements. Many employees
disgruntled and they felt that there was no neediddk hard but should work so that
they get paid. They are failing to appreciate Wystesn as there are no tangible benefits
attached to it. Performance appraisals were huyrgahe at the end of each year so as
to fulfill the Civil Service Commission’s performe@& requirements. It was therefore,
concluded that the current performance managemgstera was not enhancing the
provision of quality service in the civil servicedause employees did not see any merit
in its application. The recommendations were that gystem needed to be simplified

and employees needed to be thoroughly trained.alt woncluded that the employer
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should remain to the code of belief of the perfarogamanagement system so as to

make it effective. (P. Zvavahera, 2013).

One of the human resource management problems wdffelct the public sector
organizations in Nigeria was the absence of effecperformance appraisal system.
Subjective method of staff appraisal until now usedthe Nigerian public sector
emphasized only personal traits such as; drivegestyn initiative, foresight, loyalty,
industry and courage. This method posed human resenanagement problems, in the
areas of promotion, wage increase, selection fonitrg and retraining, job description
and placement. As a result, the Nigerian publidsewas rendered inefficient and

ineffective thus hindering the progress of this amgnt sector of the Nigerian system.

In 1988 the Civil Service Reform prompted the idtrotion of target setting and

performance appraisal system in the public seatgarozations, which was based on
“objective assessment, subject to measurable joforpgance and demonstration of
professional competence with effective rewards sartttions. The study was conducted
compared the former performance appraisal systeth te present performance
appraisal system. The study observed that the mreseformance appraisal system will
help achieve organizational goals and objectivesetnindividual needs and provide
competent and well motivated employees in the Nagepublic sectors. However, the
reporting officers or scheduled supervisors of pubtganizations should be specifically
trained on how to compute and calculate the newuadhrPerformance Evaluation

Report (APER) to easy up and facilitate catch &ed accurate computation of workers’

appraisal (Akpanim eta al, 2013).
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In South Africa, the big effort has been done irplementing and recognition of
performance of employee in public sectors althociggllenges have been distorting the
exercise. Most African Universities are faced wikie challenge of motivating and
retaining highly qualified staff, particularly lecers and researchers. These challenges
have triggered a more calculated approach to huesources management across the
higher education sector in South Africa. It wadidated that, academic employees are
most satisfied and motivated through recognitionpefformance and achievement.
However higher education institutions must thereftake the issue of recognition of
performance more seriously in terms of using reteancentives and awarding best

staff annually or quarterly to stimulate performari€arisai, 2013).

2.4.3 Empirical review in Tanzania

The Open Performance Review and Appraisal SysteARES) is an open, formal, and
systematic procedure designed to assist both emqgognd employees in planning,
managing, evaluating and realizing performance awgment in the organization with

the aim of achieving organizational goals.

The Public Service Reform Program (PSRP) launchedhb Government in 2000,
where it involves the installation of Performancardgement Systems (PMS) in all
Ministries, Departments and Agencies; Regions anchlL Government Authorities. It
also focuses on to improving accountability, traarepcy and resource management for
efficient and effective delivery of quality servicéo the public. The Performance

Improvement Model (PIM) with four stage processalving planning, implementing,
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monitoring and reviewing to be used in the impletagan of PMS was established to

achieve PSRP goals.

Setting of the annual performance targets is agkeyent of OPRAS which is normally
done at the planning level. The performance targetsused to assess the performance
of every public servant by comparing the achievasmeagainst agreed performance
targets as stipulated in the Strategic Plan (URIL1.

Also there is a great awareness of performanceaegpramong both employees and

employers in Tanzania.

According to the research as a result, after @ffgring several short courses from 1963
onwards, in January 1965 then president Nyereieiaff opened the new College of
Business Administration in Tanzania’'s capital Dar&alaam. Over the years, CBE has
grown from initially one campus with 28 male stutdeand one programme, to two
campuses in Dar Es Salaam and Dodoma with 3,008 amal female students and six
programmes. It seems clear that performance aabras potentially and valuable
method for organizations to improve their perforognt is not highly implemented in
CBE as well as other public institutions. Despite tCBE succession, the area of
performance management is not accompanied by tterfiog of performance driven

behavior. (Waal and Augustin, 2005).

In the Health sector the subjects of the perforraarthancing tools, the health workers,
respond and comply based on their interpretatiorwbéther the tools are found

appropriate or whether they yield any benefits. Tihdings of a study conducted by
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WHO in 2012 indicate that, OPRAS does not workrdsrided due to its modalities of
measuring performance, the poor implementatiomeféedback mechanism and health
workers’ experience of not seeing any tangible benef OPRAS. The expected
additions to the basic salary through the comingoPmaance for Profit scheme have
created a vigorous discourse among health workigestiag to the importance of the
salary level and allowances for motivation. The lengentation of OPRAS and the
coordination between OPRAS and Performance foritprifeds urgent attention to
ensure that the lessons learned from OPRAS camavendupon to improve approaches
to enhance health worker motivation and performandtke health services in Tanzania

and beyond.

The Public Sector Reform Programme (PSRP) represkatcontext for the design and
implementation of OPRAS and other administrativeldoaimed at ensuring better
management of resources, including human resoustesxternal evaluation of the
health sector in Tanzania states that OPRAS “isrlglean improvement over the
confidential reports, made by the superior along. \Bithout clear job descriptions and
individual targets, there is no objective basisdesessment.” The President’s Office —
Public Service Management states that OPRAS i§mk@d to sanctions or rewards, and

that performance targets are vague or too easy& (MVHO, 2012).

As well as other developing countries, Tanzanianighe attempt where it aims to
improve the performance of the public servantssstbamprove service delivery in the
public sector. It is with this intention that parftance appraisal system was introduced

to the local authorities, which are the servicevigter entities of the government. This
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study was conducted to assess the challengesaifgimg PAS in the local authorities in
Arusha City Council and Arusha district Council.eTtwo authorities were studied to
find out if there are any differences between ruaatl urban local authorities in
practicing performance appraisal system. The stiinlyings showed no significant
differences between the two LGA’s. The public satsain these councils have
inadequate knowledge on the purpose and proce$$2AS) leading to a disregard of
performance as criteria during administrative deonismaking. There is lack of
commitment from the implementers and insufficianafcial resources to facilitate the
institutionalization of PAS. Furthermore, the stuttientified power distance and
uncertainty avoidance as the major deterrents satumionalization of PAS in local

authorities in Tanzania. There is very low indigoalization of PAS in Local

Government Authorities due to some cultural, orgational and political factors. It was
concluded that there is a need to amend the edlaptorms to conform to Tanzanian

culture in order to enable the public servantetmgnize with them. (Hezekia, 2010).

The performance management system is crucial faasmeng and evaluating, and
reviewing the objectives of the organization. Néveless, in Tanzania the Performance
Management System and Performance Improvement Madel not carried out

effectively and efficiently. The experience showsatf employees’ prearranged
objectives are not realistic; no proper monitoramgl evaluation; and reviewing process
is in disorder in many Tanzanian organizations. Thee to the problem includes
conducting performance appraisal fairly and effesdti. There should be proper training
and coaching to all employees so that they can rstaded the linkages between

performance appraisal and organizational produgtivi one hand, and on the other
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hand know how individual employees benefit from pleeformance appraisal system. In
addition, employee performance assessment shoutritext sensitive in order to get
the actual employee performance, which reflectsigdcMDAS’ productivity. The

government commitment remains a major elementeatorg the performance appraisal
system effective. Investing in the PMS, and makiraper monitoring and evaluation of
the process at all times and organizational lewwls the steps towards aligning
performance appraisal of individual employees witle productivity of MDAs

(Tefurukwa, 2014).

An overview is given of the status of performancanagement in developing countries
and in particular in Africa seems to be very difficto be implemented. Prescriptively
empirical research was conducted, in the case saidihe Tanzanian College of
Business Education, to test whether performanceagemnent is a useful technique for

organizations in developing countries.

The Findings showed clear from the case study tihatmanagement technique of
performance management is suitable for organizaiionleveloping countries to try out.
At the same time, the case study also made cledrpgrformance management, and
especially the fostering of performandeven behavior, cannot be implemented lightly
and should not be underestimated. It takes contimuaitention, dedication and in
particular stamina from management to keep focusimgerformance management in

order to keep it “alive” in the organizations. (Aggd2007).
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2.5 Research Gap

Although there are some studies conducted in Zanzifor example the factors
hindering performance appraisal the case of Mipnikgalth in Zanzibar conducted by
(Hamza, 2006). Generally he found that there isblera of the evaluation of the
employees caused by poor administration of pragidt properly. Another study is
Assessment of the appraisal system in public orgdion in Zanzibar conducted by
(Kauye, 2011). Her findings revealed that, therecagnmunication of performance
targets. But both ZIPA and ZSSF lack appropriatéhods of performance appraisal as
well as knowledge of appraisal. Therefore, thesearhes show gaps in performance
appraisal methods, poor administration and lacknofiwledge in performance appraisal
where none of these study examined role of perfoomaappraisal in improving
performance in public sector. In this study, reskar intends to assess the role of
performance appraisal in improving performance jpgiying the effective methods and

create awareness on importance of performanceiapbpiapublic sectors.

2.7 Theoretical framework

The frame work shows independent and dependentibtasi of the study. The

independent variables play roles in supporting ddpet variables towards the research
objectives. The model acts as the cornerstone efréisearch study by increasing
assistance, stretching and keeping the researdhack While the dependent variable
acts as an out comes of independent variable edieied on. Thus, the frame provide
link from literature to the research goals. The sloguided the role of performance

appraisal in improving performance in public sector
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2.6 Conceptual Frame work

Independent

) Dependent
variables P

variables

l l

-Factors lead to ' _Effective
performance appral§al performance appraisal
-Feedback of appraisal _Increased

results performance and
-Methpds of performance Effectiveness
appraisal , -Effective delivery of
-Pgrformance appraisal public services
policy

-Organization structure >

-Organization Challenges

facing performance

appraisal process

Figure 2. 2: Conceptual frame Work

Source: Documentary Review




51

CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Introduction

This section describes the research methodologyoseh in the study. Essentially it
focuses on study design, study area selection apdlation, sampling procedures and

data collection techniques.

3.2 Research design

Descriptive research and analytical approach weee to explain and describe various
factors influencing of hinder performance appraead how these factors contribute to
the affect or effect performance of employees. Type of research was used to provide
analysis, comparison and interpretation of datae Btudy has three categories of
respondent; government officials, employees andespublic members, where the study
examined government efforts and support in develp@nd improving performance
appraisal to employees. On other hand the stuey tto look on the awareness of
employees on the performance appraisal as thdit figm their employers and other
problems in general. Finally the study collectedrenmformation from the general
public on whether the government has done enoughaimote employees performance

appraisal and overcome obstacles distorting thegs

3.3 Area of the study

The study was conducted at Ministry of state Pesgid Office, labor and public service

at the head office and its department offices irglja, Urban west Region Zanzibar
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.This is due to the availability of information atite potentiality of the institution as the
most dependable and responsible office for thel cd@rvant services provision
throughout the Islands of Zanzibar. Other publistitntions were included for

information gathering.

3.4 Population of the Study

The assumption is that, the individuals from eaeteded group represent other

individuals in the entire population.

The population of the study comprises all commumnitgmbers’ representative at the
study areas mentioned above, Ministry of StatesiBeat's Office, Labour and Public
services officers, Directors, other employees. &y reason for selecting this
population in this Ministry is that, the study cems the performance appraisal of
employees, while the This Ministry deals directlighapublic offices regulations and all

public employment affairs.

3.5 Sampling Design and sample size

The probability method of sampling was used to dghve population equal chance of
participation on the study. The method is very appate to this kind of study and

representative one for study and evaluation. Teeareher used non-probability method
of sampling to select the specific employees aratisef the departments/ units. The
purposeful sampling was also selected because thespecial data needed from the

head of department or units due to their uniquéiposfrom the employees.
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3.5.1 Sampling design

The researcher used stratified technique of samplogether with multidivisional
sample technigue to select a sample of the reseasgondents. The researcher also
applied purposively sampling technique so as teecsethe respondents from the
government officials in the Ministry especially NBtry of States, President’s Office
Labor and Civil Servants.Simple random sampling technique was used to dram a

sample from the employee’s population in the Mimist

3.5.2 Sample Size

In this study a sample size of 99 respondents wksted from the population of 387
people, 11 respondents from Government Officiald 83 employees as shown in the

table 3.1 below.

Table 3.1 : Sample Size

Category Number of Population Sample Siz¢ Sampling techniques
Heads off 11 11 Purposeful
departments

Employees 375 88 Random

Total 387 99

Source: Field study

The information from sample size of 99 respondéntsnough to full fill the research
requirements especially in data collection and y@msland provide equal chance and
avoiding bias among respondents. This sample s&= areated due to application of

random sampling method in this study. This giveshgaossible combination and equal
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probability of being picked and each item in thdirenpopulation to have an equal

chance of being included in the sample (Kothar(0)99

3.6 Data Collection Methods
3.6.1 Sources of Data

Primary data were collected from various respondents concemuigd the problem
including employees and Government officials.

Secondary data were collected from different previous documenisilable in
Libraries, magazines, Internet, news papers, pusuiesearches, books and policies.

3.7 Data collection Instruments

Questionnaire was the main instrument for data collection and wesulated to the 88
subordinates.

An interview schedule is another instrument applied in this study inesrdo get
detailed information from 11 Heads of the departislennits. Both open and close
ended questions were applied. Special target grofipgspondents were focused to
avoid crowd, unreal and conflicting data.

Field observation is also another method applied through field visitactually see
proper situation of employees. The purpose of tieshod was to observe the working
environment in working centers of employees aneéss=l their skills, knowledge and
suggestions. The questionnaires for the subordinatere arranged to assure the
confidentiality of the collected data. The researctreated good arrangement with all
respondents. Letters of introduction to all resmamdvere submitted assuring them that

the data was confidential so as to encourage filéparticipation.
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3.8 Reliability and Validity of data
3.8.1 Reliability

Taylor et al (2008) defined reliability as the ctsncy of data steaming from the use of
particular research method. Golofshani (2003) erpleeliability as the extent to which
results are consistent over time and accurate mpassn of the total population under
study. Therefore, is the ability of instrumentsdtiger consistent and appropriate data
from subject without variation in to render validsults after interpreting the data
collected. Reliability refer to the consistencyaklslity, or dependability of the.
Whenever an investigator measure a variable, wartet sure that, the measurement
provides dependable and consistent results. Abfelianeasurement is one that if
repeated in second time gives the same resultdasin the first time. To achieve this,
the researcher administered the questionnairesnégrdiew schedules in a test-retest to

selected ministry concerned for Public servicesiaddpartments.

3.8.2 Validity

According to Taylor et al (2008) validity as sucsfetness of methods in probing or
assessing what was intended to probe or assessts@ani (2003) defined validity as
the ability by which research methods, techniques iastruments truly measure what
was intended to be measured and how truthful tealtseare. This is the ability of
instruments to collect the intended specific datéctv are true for the particular research
problem. Data are required to be true and accutatéhis study, instruments were
having common line of collecting the same data; ¢beered information about the
research was constructed according to the groupslgécts that constitute the research

population.
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3.9 Data Analysis

Analysis of data began during the collection phase after the collection. The data
storage was primarily hand writing and the eledt®rdocuments. The data was
summarized and retyped in a clear format for inggiion. This was held in both
manual and electronic media assistance based onstHiistical techniques of

gualitative and quantitative manipulation.

Both questionnaire survey and interview data wemaly@ed using descriptive
statistics and correlation given that they wereaorged in cases and variables where
Statistical Package for Social Sciences (SPSS$ifred 6.0 for Windows, SPSS Inc.,
US) tool was used. Microsoft Excel was also restri@ be used for further
guantitative analysis. Although the package (SPiSSyleally suited to deal with
numerical data, it can also handle non numerict daven that they were organized
in terms of cases and variables. Literary secondaty analyzed between lines and

interpreted accordingly.

Data of this research in hand was assigned numalies (coding) since all data for
statistical analysis are required to be in quamgaform only. Qualitative data
obtained from interview and questionnaires wereeddaefore carrying out statistical
analysis and latter decoded for interpretation.nTtiee coded data was tabulated by
counting the number of cases by talling in différeategories of variables. Again,
Charts and figures were used to describe the freges of cases belonging to

different categories of variables.
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CHAPTER FOUR

PRESENTATION OF THE FINDINGS AND DISCUSION
4.1 Introduction

This chapter provides presentation of study figdion an inquiry on the role of
performance appraisal in improving performance afizbar public sector, based on the
four specific objectives namely; to examine orgatian factors leading to performance
appraisal in the public sectors, to determine ffectve performance appraisal methods
used to evaluate employees in public sectorx&mene the organizational challenges
that hinder performance appraisal process in puactor and to assess feedback after
performance appraisal process undertaken in thenaation of Zanzibar public sector.
The chapter begins by providing characteristicsespondents involved in the study,

and presentation of findings.

4.2 Characteristics of the Respondents
4.2.1 The Response

Basically all respondents are from all eleven dipants of the Ministry of States,
President’'s Office Labor and Civil Servants, theme IPA, Planning, Policy &
Research, Public Service Commission, Human RessuRianning, Civil Service
Commission, Labour, Employment, Occupational Healid Safety, Zanzibar National
Acaive, Human Resources & Administration and Insinal Structure, Public Service
and Compensation. In this study questionnaires use@xtract information from

subordinates and interview schedules for headgpérdments/ units.
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This study was conducted by using two target grdtgdde 4.1 below). The first target
group was subordinates, where the researcher usestionnaires to get information
from this group. The overall response of subordisaivere high at 100% i.e. 88
respondents responded to the questions. The semmspmbndents were heads of
departments/ units where interview schedules weeel 1o extract information and their

responses were higher as 100% i.e. 11 respondesugeng the questions

Table 4. 1 Distribution of the Respondents by Institution

Respondent Rate Tools used Frequency (N) Percent |%
Subordinates Questionnaire 88 88.89
Heads of Departmentsinterview Schedule

] 11 11.11
Units
Total 99 100

Source: Research Findings

4.2.2 Age and Occupation

Table 4.2 below presents a summary of responddmisawvere involved in the study with
respects to age and sex. The table shows thatedpomdents involved in the study
where categorized in 2 main groups, namely subatééand head of departments/ units
which makes a total of 99 respondents. Majority, (88.88%) of respondents were

subordinates and the few remaining 11 (11.11%) \Wweeal of departments/ units.
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Table 4. 2: Distribution of the Respondents by Agand Sex

Sex of the Respondent

Head of Departments/

Subordinates Units
Age of the|Male Female Male Female Total
Respondent | Fr. Per. Fr. | Per. Fr. | Per. Fr. | Per. | Fr. | Per.
26-30 years 10 10.2, 17/ 17.17 0 0 0 a7 2727
31-35 years 15 1515 9 9.09 4 202 O 0 26  26.26
36-40 years 9 9.09| 4 4.04 O O 0 0 183 13|13
41-45 years 4 404, 2 2.02 2 202 O 0 8 8.08
46-50 years 6 6.06| 2 2.02 1 101 1 1/01 10 1Q1
51 and abov¢4 404 | 6 6.06 4| 404, 1 1.00 15 15.5
years
Total 48 48.48| 40 | 404 9| 9.09] 2 2.02 99  10(

Source: Research Findings

The table indicated that majority 57 (57.58%) o$pendents were male while 42
(42.42%) were female. Among 57 male respondentse rti@an three quarters 48 were
from subordinates and the few remaining 9 were filoenhead of departments/ units. On
the other hand, among 42 female respondents, aloficdt respondents 40 were from
subordinates and the few remaining 2 were fromh#aa of departments/ units.
Furthermore, the data revealed that many resposidenblved in this study 27
(27.27%) were at age between 26 to 30 years whe swdrordinates followed by 31-35
years, who were 26.26%; 51 and above years weld%5.36-40 years were 13.13%;

45 to 50 were 10.1% and the remaining 41 to 45 \8€18%.

4.2.3 Experience of the Respondents
Table 4.3 provides summary of respondents workixggeeence and education level.
This variable was included so as to get a cleaupand information of the respondents

and ministry in terms of the role performance appraisal in improving performance of
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Zanzibar public sector. All respondents includirgghbfrom questionnaire and interview

were required to answer this question.

Table 4. 3: Distribution of the Respondents by Edwattion and Working Experience

Working Experience Total
Above
1-5years 6-10 years 11-15years | 15years
Fre | Per. Fre | Per. Fre | Per. Fre | Per. Fre | Per.
Education q q q q q
Primary 0 0 0 0 1 101 1 1.0y 2 2.02
Secondary 0 0 1 1.01 2 2.02 0 0 3 3.03
Diploma 3 303 | 5 5.05 10| 1017 7 707 2b 252
5
Undergraduate| 9 9.09|] 15 15.15 9 9.09 § 8.08 41 414
1
Postgraduate 2 202 4 4.04 6 6.06 16 16.16 P8 28.2
8
Total 14 | 14.14| 25 | 25.25 28| 28.28 21 21.21 99 100

Source: Research Findings

The table illustrates that, majority of the respemis 28 (28.28%) who responded to the
guestion have experience between 11- 15 yearse il (25.25%) respondents have
experience between 6- 10 years. Moreover 21 (21)2@Psthe respondents have

experience of above 15 years and the only few m@m@il4 (14.14%) have experience

between 1 - 5 years.

Likewise, the findings revealed that, more than thiod 69 (69.69%) of all respondents
involved in this study have a high education levahong them 41 (41.41%) have
undergraduate level and 28 (28.28%) have postgtadierel. Furthermore, 25 (25.25%)
of the respondents have pursued diploma educai¢8.03%) secondary education and

2 (2.02%) primary education.
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4.3 Factors Leading Performance Appraisal in the Miistry

Figure 4.1 provides summary of respondents’ knogdeon performance appraisal fr
subodinates. This variable was included so as tca clear picture and information
the ministry in term of workers’ awareness to perfance appraisal. All responde!

were required to answer this quest

100

H Frequency

W Percent

Yes No Tota

Figure 4. 1: Respndents’ Knowledge on Performance Apprais:

Source: Research Findin

The table illustrates that, majority of the respemd 79 (89.77%who responded to
questionnaire supported that they have knowledgpesformance appraisal while t
few remaining 9 10.23%) have lack of knowledge on the performanpprasal
exercised in their ministry. Moreover, the intewie results from head of departmer
Units relate to the above results from questiomnailhe interview’s results reveal
that all respondestll (100% who responded to this question supported that they

knowledge on performance appra
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Moreover, Table 4.4 below presents a summary of respondeesponse from

guestionnaire in relation to availability of factorelated to performance appraisal in
Zanzibar public sector. The variable was includeds to find out if there are factors
making workers to be willing, happy and satisfindviorking area. All respondents were

required to answer this question.

Table 4.4 : Perception of the respondent on Factsr Making Workers to be

Willing, Happy and satisfied in working Area

Responses Frequency (N) Percent (%)
Yes 79 89.77

No 9 10.23

Total 88 100

Source: Research Findings

The study findings illustrates that, almost ofta# respondents 79 (89.77%) agreed that
there are factors making workers to be willing, pya@nd satisfied in working area
while only 9 (10.23%) respondents agreed that theegeno factors making them to be
willing, happy and satisfied in their working are&skewise, the data from interview
guestion revealed that all respondents who respgbridethis question 11(100%)

supported that there are factors leading performapgpraisal in the ministry.

Furthermore, Figure 4.2 below provides a summaryespondent's responses from
guestionnaires in relation to the actual factoeslieg performance appraisal in Zanzibar
public sector. The variable intended the resporsdémtmention those factors making

workers to be willing, happy and satisfied in waoidiarea. Only 79 respondents agreed



63

that there are factors making them to be willingppy and satisfied in their workir
areas, were required to answer this question aedatiswer was be in multig

responses.

M Salary increase and other
incentive

M Promotion

M Training and Development

M Good r/ship between employer &
employees

M Joh Satisfaction

M Reward

Figure 4.2 : Factors Making Workers to be Willing, Happy and stisfied in
working Area

Source: Research Findin

The study findings illustrates that, 77 (97.48%) tbé respondents identified tr
promotion provided tthe workers influences them to be willing, happy aatisfied ir
their working areas, while 73 (92.41%) of respondesaid training conducted to t
workers and development making them to be willihgppy and satisfied in the
working areas. On the cer hand, 69 (87.34%) of the respondents said tbatl
relationship between employer and employees infledrworkers to be willing, hapy
and satisfied in their working areas, while 62 4B36) sais reward and only :

(34.17%) of the respondent said satisfaction
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Furthermore, the above questionnaire results fraboglinate relate to the intervie
results from head of departments/ uias illustrates in figure 4.3 low. All respondents

(11) were required to answer this question and the ais were n multiple response

M Salary increase and other
incentive

H Promotion

“i

M Training and Development
M JobSatisfaction

M Demotion
M Reward

Figure 4. 3 Factors Leading Performance Appraisal in the Minstry

Source: Research Findin

Likewise, the study findings recognized the facleesling performance appraisal in -
ministry where all rspondents 11 (100%) said promotion provided towbekers has
high influence inperformance appraisal in the public sector whilg¢78.7%) saic
training and development, 5 (45.45%) salary inaeasd other incentive, 4 (36.4¢
demotion and 2 (18.2%) reward and the remaining few9.1%) said that jo

satisfaction influence performce appraisal in the public sector.

4.4 Performance Appraisal Polic

Table 4.5 presents summary of interview resultsnfioead of departments/ units

relation toperformance appraisal policy. This variable waduded so as to find out
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the ministry has performance appraisal policy. rafpondents were required to answer

this question.

Table 4. 5: Ministry has Performance AppraisaPolicy

Responses Frequency (N) Percent (%)
Yes 2 18.2

No 8 72.7

Not respondent 1 9.1

Total 11 100

Source: Research Findings

As study findings on table 4.3 illustrates, mostedpondents 8 (72.7%) who responded
to the interview schedule argued that the minisiag no any performance appraisal
policy, 2 (18.2%) of respondents said that therpeidormance appraisal policy in the
ministry and the remaining few 1 (9.1%) respondelitsnot provide any response to

this question, he/ she did no either the minisay performance appraisal policy or not.

4.5 System of Evaluating Employees

Figure 4.4 below provides a summary of respondergsponse from questionnaire
showing the system of evaluating employees in thielip sector. The variable was
included so as to find out if there is any systefmew@aluating employees in the

departments/ units. All respondents were requioeghswer this question.
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Figure 4. 4 : Perception of the respondent o System of Evaluating Employees i
the Department/ Unit
Source: Research Findin

The findings from questionnaires show that, moranttnhalf of all respondents -
(51.14%) supported thihere is a system @&valuating employe: in the departments/
units while more than one third 35 (39.77%) of the regjmms argued thahere is no
system ofevaluating employer employedin the departments/ units, 7 (7.95%) <
none and thdew remaining 1 (1.14) of the respondents did pick any of the
alternatives Generally, nearly half 43 (48.9%) did not agrkat tthere is a system

evaluatirg employees in the departments/u

4.6 Period doEmployee: be Evaluated

Table 4.6 below provides a summary of interviewpoeses from head of departmel
units in relation to the period used to evaluatepleyees in theministry of state
president’soffice labour and public service Zanzibar. All respondents were requil

to answer this questic
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Table 4. 6: Period do employees be evaluated

Period Frequency (N) Percent (%)
After one year 5 45.5

After three years 1 9.1
System 5 455

Total 11 100.0

Source: Research Findings

The data highlighted that nearly half 5(45.5%) loé trespondents reported that the
ministry evaluates its employees in a period of gear while only 1(9.1%) said after
three years and nearly half 5(45.5%) of the remgiméspondents did not respond to the
guestion, they did not understand the exactly timed by the ministry to evaluate its
employees. Therefore, more than half 6 (54.5%hefrespondents do not agree that the

ministry evaluates its employees in a period of yee

4.7 Common Methods used in Performance Appraisal

Table 4.7 presents summary of questionnaire re$udta subordinates in relation to
methods used in performing appraisal in publicasctThe variable was included so as
to find out the common methods used to evaluatel@mps in the ministry of state
president’s office labour and public service. Adkspondents were required to answer

this question and the answers were in multipleageses.
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Table 4.7 : Perception of the respondent on Commomethods used to in

Performance Appraisal

Methods Frequency (N) Percent (%)
Critical incident 15 17.06%
Graphic rating scale 40 45.45%
Behavioral A. rating scale 70 79.55%
Written essay 82 93.18%
Multiple Comparison 37 42.05%
Management by Objective| 56 63.64%
360-degree Appraisal 3 3.41%

Source: Research Findings

The questionnaire data revealed that there arerdiff methods used in to evaluate
employees by the ministry of state president’sceffiabour and public service. Nearly
all respondents 82 (93.18%) mentioned written essayhe common method used to
evaluate employees in the ministry, while 70 (7%%%espondents believed behavioral
anchored rating scale to be the common method. dere 56 (63.64) of the

respondents believed that the ministry exercisedag@ment by objective method to
evaluate its employees, 40 respondents equal 4b%bperceived the ministry evaluates
its employees using graphic rating scale methodendii (42.05) multiple comparison,

15 (17.06) critical incident and the few remainB(8.41) 360-degree appraisal method.
Table 4.8 below presents a summary of interviewad&om the head of

departments/units in relation to the common metlset in performing appraisal in the
ministry. All respondents were required to answés guestion and the answers were in

multiple responses.
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Performance Appraisal

Methods Frequency (N) Percentage (%)
Critical Incident 1 9.1

Graphic rating Scales 5 45.5

Write essay 3 27.3

Multiple comparisons 1 9.1
Management by Objectives 11 100
Behavioural A. rating Scale 5 45.5
360-degree Appraisal 1 9.1

Source: Research Findings

Likewise, the findings highlighted that all respents who responded to this question
11 (100%) argued that management by objectivelseisrtost common method used in
performance appraisal in the ministry, where 53%&. of the respondents supported
that behavioral A. rating scale and graphic raticgles as the common methods, while 3
(27.3%) of the respondents thought that essayngrittas the common method and the
few remaining 1 (9.1%) of the respondents choosdic@lr Incident, Multiple
comparisons and 360-degree Appraisal as the mosinom methods used by ministry
of state president’s office labour and public sesvin performing appraisal to its

employees.

4.8 Persons Responsible to evaluate Employees

Figure 4.5 below presents a summary of respondeesgonse from questionnaire
guestion in relation to responsible person for eatithg employee the ministry of
state president’s office labour and public serviéd. respondents were required to

answer this question.
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7.95% 11.36%

1.14%

B Supervisor

B Pears team members

@ Director
M Principal Secretary

H Not responded

Figure 4. 5 :PersonsResponsible to evaluate Employees

Source: Research Findin

The questionnaire data revealed different perswere responsible to evalua
employeeswithin the ministn. More than three quarters of respondents (6.14%)
identified that Directors a the responsible person to evaluate emplc in the ministry
of state president’s office labour and public servigewever, 10 11.36%) of the
respondents thought that supervisor is the resplenperson to evaluate employ in

the ministry, while 3 (3.41%) said Pears team meslmnlya 1l (1.14%) sai Principal

Secretaryand the remaining 7 (7.95%) did not respond arth@flternative

4.9 Challenges thathinder Effective Performance Appraisa

Table 4.9 below provides summary of respondenspamses from questionnaire
relation to challenges hindng effedive performance appraisal in the public sect
This variable was included in order to find outthiere were challengethat hinder
effective performance appraisin the ministry of state president’s office labcamd

public service All respondents wre required to answer this quest
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Table 4.9 : Perception of the respondent on Challges hinder Effective

Performance Appraisal

Responses Frequency (N) Percent (%)
Yes 73 82.95

No 10 11.36

None 5 5.68

Total 88 100

Source: Research Findings

Moreover, the questionnaire findings from suborténeespondents identified that
currently effective performance appraisal in thenistry faced a number of challenges.
Almost of all respondents 73 (82.95%) agreed thertet were challenges which hindered
the effective performance appraisal in the ministrgtate president’s office labour and
public service while 10 (11.36%) argued that thdquenance appraisal in the ministry
was not faced by any challenges which hinder itscéf’eness and the remaining 5

(5.68%) did not provide any response to the questio

On the other hand, the above questionnaire finding®: subordinates relate to the
interview data from heads of departments / unitguife 4.6 bellow). The figure below
highlighted that almost of all 10 (90.9%) resportdesupported that there were
challenges hindering the effective performance appl in the ministry while the
remaining 1 (9.1%) thought that the performanceaipal in the ministry does not face

any challenge which hindered its effectiveness.
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Figure 4.6 : Perception of the respondent onChallengesthat hinder Effective
Performance Appraisal
Source: Research Findir

Furthermore, table 4.10 below presea summary of questionnaire data frathe
subordinaterespondents in relation to the challenges hing effective performance
appraisal in the public sectors. This variable watuded in order to find out the actt
challengeshinderin¢ the effective performance appraisial the ministry of state
president’s office labour and public serv Only 73 respondentagreed on the
existence othallenge which hinder theffective performance apprai in the ministry.
All respondentavere required to answer this question and the aisswere in multiple

responses.

Table 4.10 : Perception of the respondent orChallengesthat hinders Effective

Performance Appraisal

Challenges Frequency (N) Percen (%)
Lack of Information to Employe 61 83.5¢

Halo effect and bi¢ 56 76.7]
Shortage of Employees Feedb 70 95.8¢

Lack of Appraisal skill of manag 52 71.2:

Lack of clear Appraisal Guideli 20 27.3¢

Lack of Specific Budget fao| 65 89.0¢
appraising employe

Source: Research Findin
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The questionnaire data revealed that almost ofredpondents 70 (95.89%who
responded to this question thought shortage of employees’ feedbacka major
challenge hinderinghe effective performance appraisa the ministry while 65
(89.04%) of the respondents argued thack of specific budget for appraisi
employees contributes much to hiring effective performance apprai in the
ministry. Moreover,more than three quota 61 (83.56%)the respondents sathat
effective performance apprai in the ministry is confronted black of information to
employeesb6 (76.71%) saicthalo effect and bias, 571.23%) saiclack of appraisal
skill of manager and 2(27.38%)lack of clear appraisal guidelit

Furthermoe, the above questionnaire findings from suborématlate to the intervie

results from the head of departments/ units (F 4.6 below).

M L ack of Information of Employee
H Halo effect and bias

i Shortage of Employees Feedback
M Lack of Appraised skill of

Manager

M Lack of Specific Budget for
aporaising employees

Figure 4. 7. Perception of the respondent onChallengesthat hinder Effective
Performance Appraisal
Source: Research Findin
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The figure highlights different challenges hindgriperformance appraisal in the
ministry of state president’s office labour and lpubservice where 7 (63.6%)
respondents out of 10 supported the existence afleciges that hinder effective
performance appraisal in the ministry believed tthet effectiveness of performance
appraisal in the ministry is confronted by shortageemployees feedback, while 5
(43.5%) believed it is hindered by lack of apprhsdall of manager, 4 (36.4%) believed
lack of specific budget for appraising and lackrdbrmation of employee for each and

3 (27.3%) believed on halo effect and bias.

4.10 Performance Appraisal Feedback
Table 4.11 below provides a summary of respondeasigonses in relation to weather
provides feedback after evaluation process or Abtrespondents were required to

answer this question by choosing one out of twegioptions in close ended question.

Table 4. 11 : Perception of the respondent if thBlinistry provides Feedback after

Evaluation Process

Responses| Frequency (N) Percent (%)
Yes 11 12.5

No 76 86.36

Total 88 100

Source: Research Findings

The study findings revealed that the ministry dat amphasis feedback provide after
evaluation process. Almost all subordinate respotsdé6 (86.36%) who responded to

the questionnaire thought that the ministry do paivide feedback after evaluation
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process while only 11 (12.5%of the respondents supporteditttthe ministry provide

feedback after evaluation proce

Figure 4.8 below providea summary of interview schedule responses from hde
departments/ sections in relation provision of feedback after evaluation. #
respondents were required to aer this question by choosing one out of two gi

options in close ended quest

100
100 =
90 4
80 1
70 -
60 1 45 .4 M Frequency
>0 1 36.4
40 - B Fercent

30 1 18.2

Yes No Missing Total

Figure 4. 8 : Ministry Provide Feedback after Evaluation
Source: Research Findin

The study findings identified that about 5 (45.4%f) respondents from head

department/ unitsvho responded to the interview schedwdapported that the minist
provides feedback after evaluation process. Howewere than halve 6 (54.6%f the
respondents did not ag that the ministry provides feedtk after evaluation proce:
whereby 4 (36.4%) of them said that the ministry mat provide feedback aft

evaluation process and 2 (18.2%) did not resj
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Table 4.12 below presents a summary of the question data from the subordinate
respondents in relation to the processes usedowidar feedback in the public sector.
This variable was included in order to find out #wtual processes used by the ministry
of state president’s office labour and public seevio provide feedback to employees.
Only 11 respondents agreed that the ministry pes/i@edback after evaluation process

were required to answer in this question and tlsgvars were in multiple responses

Table 4. 12: Processes used to provide Feedback

Processes Frequency (N) Percent (%)
Immediate Supervisor 9 81.82

Peer evaluation 7 63.64

Self Evaluation 4 36.36
Immediate subordinate 7 63.64

Source: Research Findings

The study findings discovered that almost of atb@ndents 9 (81.82%) thought that the
immediate supervisor is the person used by thestmnto provide feedback, while 7
(63.64%) of the respondents thought that immedateordinates and peer evaluation
for each are the common processes used by thetmitosprovide feedback and only 4
(36.36 %) argued that the ministry uses self evmloaas the process to provide

feedback to employees.

Moreover, the above results from questionnaireasteeio the findings from interview
qguestion (Figure 4.9 below). The findings revealbdt more than three quarters 5

(83.33%) out of 9 of interview respondents reportedt immediate supervisor and
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immedate subordinas were the most importaqtrocesses used by the ministry
provide feedback to its employ,, while half of the respondents 3 (50%) reported
peer evaluation was the common process used byithistry to provide feedback ar
one third2 (33.33%) of the respondents believed that selfuastion to be the comm

process used by the ministry to provide feedbadtstemployee:

M Immediate Supervisor
M Self Evaluation
i Peer Evaluation

M Immediate Subordinate

Figure 4. 9 Procedures used to Provide Feedba

Source: Research Findin

4.11Increment of Salary

Table 4.13 below presena summary of respondent's response from question
guestion in relation to increasing salary of empks since the date employment.
respondents were required to answer this questyoohbosing one ouof two given

options in close ended questi
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Table 4.13: Perception of the Respondent on increag Salary since date of

Employment
Responses Frequency (N) Percent (%)
Yes 76 86.36
No 12 13.64
Total 88 100.0

Source: Research Findings

The study findings relate to the increment of satsiremployees in the public sectors.
Almost of all respondents 76 (86.36%) thought thatr salary had been increased since
the date of employment while only 12 (13.64%) resjsnts argued that their salary has

not been increased since the date of employment

Moreover, table 4.14 below highlighted the periédime in which the process of salary

increment takes place and the answers were inptaeuligésponses. The findings revealed
that majority of the respondents 61 (80.26%) whapsuted that the employees’ salary
has been increased since the date of employmemedipat their salary been increased
after one year, while 7 (9.21%) said after fourrgeand above, 5 (6.58%) after three

years and 3 (3.95%) said after two years.

Table 4. 14: Period when Salary increment takes Pte

Period Frequency (N) Percent (%)
After one year 61 80.26
After two year 3 3.95

After three year 5 6.58

After four years and abovg 7 9.21
Total 76 100

Source: Research Findings
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Furthermore, table 4.15 below presents a summaryegpondent's response from
interview question in relation to responsible parsm recommend/ increase of salary of

employees. All respondents were required to answeiquestion.

Table 4.15: Responsible to Recommend/ increase Sgl®f Employees

Responses Frequency (N) Percent (%)
Yes 9 81.8

No 2 18.2

Total 11 100.0

Source: Research Findings

The table above indicates majority 9 (81.8%) of pogglents from head of
departments/units agreed that they were responsiskcommend/ increase in salary of
employees while 2 (18.2%) of respondents reported they were not responsible to

recommend/ increase in salary of employees.

Table 4.16 below presents a summary of respondesgjsonse from questionnaire
guestion in relation to criteria used to increassgary of employees. Only 76
respondents agreed that their salary has beenasentesince the date of employment,

were required to answer this question.
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Table 4. 16 : Criteria used to Increasing Salgrof Employees

Criteria Frequency (N) Percent (%)
Annual basis 15 19.74

Job Performance 9 11.84
Education/ Experience 10 13.14
Promotion 14 18.42
Government Decision 11 14.47
Not Responded 17 22.37
Total 76 100

Source: Research Findings

The table highlights different criteria used by timnistry of state president’s office
labour and public service to increase salary tentployees. 15 (19.74%) of respondents
believed that the salary on employees increasesadiyn while 14 (18.42%) of the
respondents believed when employee are promotetehisalary is increased, 11
(14.47%) said that the salary of employees incetasee when the government decided
to increase the sarlary of whole sivil servants, (18.14%) said when employee
increases level of education and 9 (11.84%) saatl tte salary of employees may be

increase due to job performance. However, 17 (22)3¥#d not respond.

Moreover, interview results from head of departreéninits relate to the above
guestionnaire results from subordinates where Bnigspondents agreed that they were
responsible to recommend/ increase in salary ofl@meps were required to answer this

guestion by multiple responses (table 17 below).
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Table 4. 17: Criteria used to Increase Salaryf&Employees

Criteria Frequency (N) Percent (%)
Annual basis 4 44.44

Job Performance 7 77.77
Education Level 8 88.88
Promotion 5 55.55

Source: Research Findings

The table shows that majority of the responden(88388%) reported that the salary of
employees increases during increase level of esmcathile 7 (77.77%) of respondents
believed that the salary on employees increasesaljad performance, 5 (55.55%) of
the respondents believed when an employee is peshius/her salary increases and 4

(44.44%) said that the salary of employees incraaseally.

4.12 Promoting, demoting, Dismissing, Suspension derminating of Employees

Table 4.18 below presents summary of respondestponse from questionnaire
guestion in relation to promotion and demotion ofptoyees. All respondents were

required to answer this question.

Table 4. 18: Promotion or Demotion of the Respondés

Responses Frequency (N) Percent (%)
Promoted 35 39.77
Demoted 8 9.09

None 45 51.14
Total 88 100

Source: Research Findings
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The data highlighted that more than halve 45 (3%)14f the respondents involved in
this study have been neither promote nor demotade\85(39.77%) of the respondents
supported to be promoted and the remaining 8 (9)08&d have been demoted.
Moreover, table 4.19 below revealed that almostlbfespondents 8 (72.7%) response
interview question in relation to responsible tompoted, demotion, dismiss, suspend or
terminate the employees supported the positionenthié few remaining 3 (27.3%) of
respondents disagreed to be the responsible pergpomote, demote, dismiss, suspend

or terminate the employees.

Table 4. 19: Responsible to promoted, demotion, Drgss, Suspend or Terminate

Responses Frequency (N) Percent (%)
Yes 8 72.7

No 3 27.3

Total 11 100

Source: Research Findings

Table 4.20 below presents a summary of the quesionresults from the subordinates
in relation to criteria used to promote employe&@sly 35 respondents supported to be

promoted, were required to answer this question.

Table 4. 20: Criteria used to Promote Employees

Criteria Frequency (N) Percent (%)
Hard working 6 17.14
Good Behavior 5 14.29

Job Performance 8 22.86
Creativity 2 571
Education/Experience 12 34.29
Missing 2 5.71

Total 35 100

Source: Research Findings
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The study findings identified that about 12 (34.23%respondents argued that the most
used criteria used to promote employees was eduehiievel and working experiences,
while 8 (22.86%) of the respondents said job penorce. Other criteria identified by
respondents were hard working of the employees 84%6), good behavior 5(14.29%),
creativity of the employees 2 (5.71%). However, tb& remaining 2 (5.71%) of the

respondents did not respond to this question.

Likewise, the above results from subordinates eet@athe interview findings from head
of departments/units (table 4.21 below) where oBlyespondents supported to be
responsible to promoted, demotion, dismiss, suspertdrminate the employees were
required to answer the question and the result® wemultiple responses. The data
revealed that 5 (62.5%) of the respondents saidttisamost criteria used to promote
employees was seniority while 4 (50%) of the reslems said educational level and
working experiences. Other criteria identified ®gwondents were availability of post
and ability to pay 2 (25%) and job performancegckuespond and satisfaction outcome

of performance appraisal (12.5%) for each.

Table 4. 21: Criteria used to Promote Employees

Criteria Frequency (N) | Percent (%)
Job Performance 1 12.5
Education/ Experience 4 50
Seniority 5 62.5
Availability of Post and ability to pay 2 25

Quick respond 1 12.5
Satisfaction outcome of PA 1 12.5

Source: Research Findings
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Table 4.22 below presents a summary of the quesdica results from the subordinates
in relation to criteria used to demote employeesly@ respondents supported to be

demoted, were required to answer this question.

Table 4. 22: Criteria used to Demote Employees

Criteria Frequency (N) Percent (%)
Poor Performance 3 37.5
Indiscipline 2 25

Bad Behavior 1 12.5
Missing 2 25

Total 8 100

Source: Research Findings

The study findings identified that about 3 (37.58byespondents argued that the most
criteria used to demote employees was poor perfmcejawhile 2 (25%) of the
respondents said indiscipline. Other criteria idett by respondents were bad behavior
manifested by employees 1 (12.5%). However, theammg 2 (25%) of the

respondents did not respond any alternative togiestion.

Likewise, the above results from subordinates eet@the interview findings from head
of departments/units (table 4.23 below) where oBlyespondents supported to be
responsible to promoted, demotion, dismiss, suspertdrminate the employees were
required to answer the question and the result® wemultiple responses. The data
revealed that Poor Performance and indisciplineevike only criteria identified by 1

(16.67%) of each of the respondents to be usedhbygbvernment to demote its
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employees. However, nearly three quarters 4 (66)6@2tthe respondents did not

respond to the question.

Table 4. 23: Criteria used to Demote Employees

Criteria Frequency (N) Percent (%)
Poor Performance 1 16.67
Indiscipline 1 16.67

Not responses 4 66.67
Total 6 100

Source: Research Findings

Moreover, table 4.24 below represents interviewltesrom head of departments/ units
in relation to criteria used to suspend employ@é® data revealed that bad behavior
and poor performance were the only criteria idesdifoy 1 (16.67%) of each of the
respondents to be used by the government to susfeedployees. However, nearly

three quarters 4 (66.67%) of the respondents didespond to the question.

Table 4. 24: Criteria used to Suspend Employees

Criteria Frequency (N) Percent (%)
Bad behavior 1 16.67
Poor Performance 1 16.67
Not responses 4 66.67
Total 6 100

Source: Research Findings

Moreover, the data revealed that only one respdnidem head of departments/ units

which is equal 16.67% reported that indisciplineswihe only criteria used by the
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ministry of state president’s office labour and lpulservice Zanzib: to terminate its
employees and almost of all respondents 5 (83.38élbhot respond any alternative
this question. However, all responds (100%) frorachef departments/ units did r

respond any alternative in the question relatesiteria used to dismiss the emyees.

4.13 Impacts of effective performance apprais

Figure 4.10 below providea summary of respondent's respes in relation to tt
impact of effective performance appraisal the ministry. Al 88 respondents were
required to answer tt question by choosing more than one out of giveroaptin close

ended question.

89.77 92.05 95.45

M Frequency

M Percent

Figure 4.10: Most Common Impact of Effective Performance Appraisl in the
Ministry
Source: Research Findin

Overdl study findings on figure 4.1show that, almost of all respondents 84 (95.4
respondents recognized increasing quality of set asthe most common impact

effective performance appraisal in the ministry, (82.05%) of the respondents s
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increasing performance and productivity and 79 78%) identified increase in
employees motivation. On the other hand 69 (78)AE%pondents said that among the
impact of effective performance appraisal acts @d bf corrective measures, 64
(72.73%) said that the effective performance apgptaifacilitates discussion, 61
(69.32%) respondents said provide data for mostamurasources management and 42

(47.73%) said demotion and discipline.

Moreover, the above results from questionnaireateeio the findings from interview
guestion (Table 4.25 below). The findings revealbdt nearly all respondents 10
(90.9%) reported that increasing performance armdlymtivity is the most common
impact of effective performance appraisal in thenistry, while 8 (72.7%) of the
respondent said that effective performance appraiseeases employee motivation, 7
(63.6%) of the respondents said facilitate decidietween employees and employer;
and provide data for most human resources manademeach, 5 (45.5%) respondents

said demotion and disciplining and 2 (18.2%) saatease quality of services

Table 4. 25: Common Impact of Effectiveness Perforance Appraisal

Impacts Frequency (N) | Percent (%)
Increase employee Motivation 8 72.7
Facilitate Decision between Employees and emplgyér 63.6
Provide Data for Host HRM 7 63.6
Increase Performance and Productivities 10 90.9
Demotion and Disciplining 5 455
Increase Quality of Services 2 18.2

Source: Research Findings
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4.14 System of Performance Appraisal

Table 4.26 below presents summary of respondestponse from questionnaire
guestion in relation to ithe system of performance appraisal to be develdyyethe
ministry. All respondents were required to ansvies guestion by choosing one out of

two given options in close ended question.

Table 4.26 : Respondents’ Perception if the Sysh of Performance appraisal in
the Ministry should be developed

Responses Frequency (N) Percent (%)
Yes 84 95.45
No 4 4.55

Total 88 100

Source: Research Findings

The study findings revealed the need to develosyiséem of performance appraisal in
the ministry. Almost of all respondents 84 (95.45%pught that the system of
performance appraisal in the ministry should beetyed and only few remaining 4
(4.55%) argued that the system of performance &gbram the ministry should not be

developed.

Moreover, the above results from questionnaireateeio the findings from interview
guestion (Table 4.27 below). The findings revealbdt nearly all respondents 10
(90.9%) of interviewers respondents from head gbadenents/ units reported that
system of performance appraisal should be develapddnly few remaining 1 (9.1%)

argued that the system of performance appraidakeiministry should not be developed.
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Table 4.27: Performance appraisal should be develed

Responses Frequency (N) Percent (%)
Yes 10 90.9

No 1 9.1

Total 11 100

Source: Research Findings

Furthermore, table 4.28 below highlights the arehere the system of performance
appraisal in the ministry should be developed. GB#yrespondents said the system of
performance appraisal in the ministry should beettyed were required to answer this

guestion by choosing more than one out of giverooptin close ended question.

Table 4.28 : Areas where the System of Performaa Appraisal should be

developed
Areas Frequency (N) Percent (%)
Development and implement PA 69 82.14
Government budget which support HA 78 92.86
PA Training 79 94.05
Provision of Feedback after Evaluatipid3 86.90
Establish open PA 75 89.25
Evaluation in Department 58 69.05
Standard living of employment 17 20.24

Source: Research Findings

The table above shows that nearly all respondeh{®%.05%) reported that among the
areas whereby the system of performance appraighkei ministry should be developed

is the performance appraisal training while 78 §8%) of the respondent said
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government budget which support performance apgraig5 (89.25%) said

establishment of open performance appraisal, 732086) respondents said provision of
feedback after evaluation, 69 (82.14%) said devetg and implement performance
appraisal, 58 (69.05%) said evaluation in departnagrd 17 (20.24%) said standard

living of employment.

Likewise, the above questionnaires results fromorlibates relate to the interview
findings from head of departments/ units (FigurEldbelow), only 10 respondents said
the system of performance appraisal in the ministrguld be developed were required
to answer this question by choosing more than espanses. The findings revealed that
all respondents 10 (100%) reported that among teasawhereby the system of
performance appraisal should be developed is th®rpgance appraisal training and
establishment of open performance appraisal in adule 9 (90%) of the respondent
emphasized on government budget which support ipeaioce appraisal in the ministry,
development and implement performance appraisal, @ovision of feedback after
evaluation for each, 7 (70%) stressed on evaluatiaepartment, 4 (40%) respondents
said raising the standard living of employees an@3@%) implementation of the

performance appraisal results accordingly.
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H Develooand Implement
PA

H Government Budget
support PA in the Ministry

M PATraining
M Provision of Feedback
after Evaluation

M Establishment of Open PA

M Evaluationin Department

Figure 4.11: Areas where the System of Performance Appraisalhsuld be
developed
Source: Research Findin

4.15 Measures takenfor Establishing/ Improving Performance Appraisal in Public

Sectors

The following is the summary of interview resulterh head of departments/ units
relation to the measures taken to establishingfompg performance appraisal in puk
sectors. All regondents were required to answer this questioharfdrm of open ende
question.The respondents proved the following measuresthigagovernment has be
taken to improve performance appraisal in publate:-
% Developments of public service acts its regulation which indicat
performance appraisal iss!

“ Reviewed of performance appraisal tools and alrelfsbusse

4.16 Discussion ofhe findings

This part cover the discussion of the rese finding in relation to the literatur
reviews.
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4.16.1 Factors Leading Performance Appraisal in thinistry

The first research objective in this study was ital fout about organization factors
leading to performance appraisal in the public @sctBased on findings, the study
found out that the knowledge on performance aparavas well known as justified by
89.77% of respondents from subordinates and 1008porelents from head of
departments/units who said that they have knowlemlgg@erformance appraisal. The
findings also revealed that 89.77% of respondemuts fsubordinates agreed that there
are factors making workers to be willing, happy aatsfied in working area. Likewise,
100% respondents from head of departments/unitsostenl the existing factors leading

performance appraisal in the ministry.

Moreover, the study identified different factoradéeng performance appraisal in the
ministry. Among the factors identified by this syud/as promotion provided to the

workers, performance appraisal plays significaig vehere promotion is based on merit
and seniority. It discloses how employee is workimyis present job working and what

his/ her strong and weak points are. In the lighthese, it can be decided whether he
can be promoted to the next higher position. Ofhetor is the training conducted to the
workers and development, performance appraisa toiédentify strength and weakness
of employees on his present job, this informatian be used for devising training and

development programmes appropriate for overcomiegkwess of the employees.

Furthermore, salary increase and other incentivee \atso identified by this study as a
factor leading performance appraisal in the pusdictors. Performance appraisal plays a

role in making decision about salary increase, adignsalary increase of an employee
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depend on how he is performing his job. This shdagddn continuous evaluation of his/
her performance. Likewise, good relationship betwesployer and employees, reward
and job satisfaction were identified to influencerfprmance appraisal in the public

sector.

According to Rashid (2013})here is a positive relationship of work performaneith

performance appraisal and motivation. His findindgntified that employees of banks
of Sahiwal have high work performance due to pemBoice appraisal and high
motivation, both regression and correlation shovasitive relationship of work
performance with motivation and performance apptaidVork performance is

generated through performance appraisal and higk motivation.

Another study conducted by Kakei (2005) &elationship between Performance
Appraisal Satisfaction and Work Performance wasduoted in Malaysia identified

factors leading performance appraisal. The studijcated that, there is a positive
relationship between performance and appraisakfaation and job performance,
satisfaction with the performance appraisals podyi influence work performance.

Moreover, Mwita (2002) argued that the Governmentoduced Pay systems which
have reflected many changes to occur graduallyedlsas many organizations still have
a variety of payment systems. The aims of pay sysie designed to motivate, reward,
recruit and retain employees, they now have widgeetations thrust upon them:

improving quality and skills, changing the worktcue and promoting co-operation.
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4.16.3 Effective performance appraisal methods uddo evaluate employees in

public sector

The second objective of this research was to futdlee effective performance appraisal
methods used to evaluate employees in public sdzased on this objective number of

variables were included as discussed in section 4.4.

Based on the findings of this study, the ministgs mot clear system of evaluating
employees, 48.9% of the respondents disagreedthkaininistry of state president’s
office labour and public service in Zanzibar hasyatem of evaluating employees; it
implies that it uses traditional methods to evautt employees. Like this findings was
observed by Mai (1994) who argued that many orgdinas in Tanzania are using
traditional methods of performance appraisal, tystesn is rigid and non participatory

and which is in hence of the colonial ligancy.

Moreover, lack of official system of evaluating doyees confirmed by heads of
department/ units, whereby 45.5% did not resporatethe question concerning to the
period used by the ministry to evaluate its empdsyelhis implies that, they did not
understand the exactly period used by the ministrgvaluate its employees. However,
Beer, et al (1985) argued that usually performaamaraisal is done periodically either
quarterly, semi annually or annually depending loa policy of the organization plan.
The situation indicates that either the ministrys Hack of system of evaluating

employees or uses tradition system of evaluatisome of its departments.
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The analysis results from subordinates as welleasl tof departments/units shows that,
different methods used by the ministry of statesjplent’s office labour and public
service to evaluate employees includes writtenyesespondents believed behavioral
A. rating scale, management by objective, graphting scale, multiple comparison,

critical incident, and 360-degree appraisal method.

4.16.4 Challenges that hinder performance appraisal

The third objective of this research was to find the existing organizational challenges
that hinder performance appraisal process in pudictor, based on this question

number of variable were included as discussesdation 4.8.

Based on the findings of this study, current eiectperformance appraisal in the
ministry of state president’s office labour and lpuiservice was identified to be faced
by a number of challenges. 82.95% of subordinatspondents agreed that there were
challenges which hindered the effective performamggraisal in the ministry. On the
other hand, the above results relate to the irgervata from head of departments /
units where 90.9% of the respondents supportecexisting challenges hindered the

effective performance appraisal in the ministry.

Moreover, the findings also revealed that among ritegor challenges which have
greater impacts on the effective performance aparan the ministry is the shortage of
employees’ feedback, lack of specific budget fqurajsing employees contributes much
to hinder effective performance appraisal in thaigtry. Other challenges identified in

this study were lack of information to employeesloheffect and bias, lack of appraisal
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skill of manager and lack of clear appraisal gurdelEmployer may have personal bias
against person nationality, religion and thus as&gy ratings to all employees affiliated

to those characteristics.

Likewise, William, et al. (1989), identified a nuerb of challenges that hinder
performance appraisal in the organization incluak lof top management information
and support, unclear performance standards, reey too many forms to complete and
use of the program for conflicting purpose. Fumhere, they concluded top 10
challenges that hinder the effective appraisal ggsdn may organizations including
Manager lacks information concerning an employaetsial performance, standards by
which to evaluate an employee’s performance aréeancManager does not take the
appraisal process seriously, Manager is not prdptnmethe appraisal review with the
employee, Manager is not honest or sincere durg dvaluation, Manager lacks
appraisal skills, Employee does not receive ongp@dormance feedback, insufficient
resources are provided to reward performance, eog¥e discussion of employee

development, Manager uses unclear/ambiguous laegodbe evaluation process.

4.16.5 Feedback after performance appraisal

The fourth objective was to find out the feedbatikraperformance appraisal process
undertaken in the ministry of state president'sicefflabour and public service in
Zanzibar. Number of variable was included in orttelget the answer as discuses in

section 4.9-4.13
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Based on the findings, the ministry did not morepbasis on the feedback provision
after evaluation process to its workers. 86.36%mefquestionnaire respondents claimed
that the ministry does not provide feedback aftadation process. Moreover, the same
results were identified by respondents from headdepartment/ units responded
interview schedule whereby 54.6% did not agreed tthe ministry provides feedback

after evaluation process.

The results also highlights different criteria udmdthe ministry of state president’s
office labour and public service to increase salaryits employees includes annual
increment, when employee promoted, once when thiergment decide to increase the
sarlary of whole social servants, when employeeesses his/ her level of education

and job performance were among criteria used t@ase salary of employees

Moreover, 51.14% of the respondents have beeneargitomote nor demoted by their
employers since the date of employment. Moreov&i% of head of departments/ units
respondents agreed to be the responsible pergmonmte, demote, dismiss, suspend or
terminate the employees. However, among criteriedu® promote employees as
identified by the study were educational level amarking experiences, job
performance, hard working of the employees, goodhabier, creativity of the
employees, seniority, availability of post and @pilto pay, quick respond and

satisfaction outcome of performance appraisal.

Likewise, the study identified that among critanged to demotalismiss and terminate

employees were poor performance, indiscipline amd Ibehavior manifested by
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employees. However, 66.67%, 83.33%, 66.67% and 1008%e head of departments/
units respondents did not respond any alternatiihe question relates to criteria used
to demote, terminate, suspend and dismiss the gegso This implies that almost of the
head of the departments/units did not understaactiteria used by the government to
demote, terminate, suspend and dismiss its emogiteough they were responsible
for implementation. Therefore, the situation intésathe ministry uses more traditional

performance appraisal.

On the other hand, the most common impacts of effeperformance appraisal in the
ministry were identified in this study. Among thmpacts identified were increasing
quality of services, increasing performance anddgpctvities, increase employees
motivation, it acts as tool of corrective measyitfcilitates discussion, it provide data
for host human resources management and demotidndetipline, it facilitates

decision between employees and employer. Accorttingkuoko (2012) performance
appraisal increased employee motivation which cpmsetly increased productivity in
the institutions. Individual employees may be matidd either based on individual
factor (eg. Recognition, driving needs) or orgatiaraal factor (including enabling

culture, feedback environment, existence of ancéffe performance management
system, leadership support and encouragementgftierthe employer’'s understanding

and ability to enhance employees’ efforts actiyagormance.

As shown on the above findings, the ministry usaditional system of performance
appraisal. Therefore, the study analysis discovénedneed to develop the system of

performance appraisal by the ministry. 95.45% afsfionnaire respondents thought that
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the system of performance appraisal in the ministiguld be developed. Moreover, the
same results were identified in the interview guasivhereby 90.9% of respondents
from head of departments/ units reported that tystesn of performance appraisal

should be developed.

Furthermore, among the areas whereby the systempedérmance appraisal in the
ministry identified to this study be developed wére performance appraisal training,
government budget which support performance apdraisstablishment of open
performance appraisal, provision of feedback afealuation, development and
implement performance appraisal, evaluation in depant, raising standard living of

employment and implementation of the performangeaipal results accordingly.

To insure that the performance appraisal is wekresged in public sectors, the
government has taken different measures includimgulation of public service acts
and its regulation which indicate performance ajgptaissues and reviewed the
performance appraisal tools. The performance &adrtools have been reviewed and
already discussed in the ministry level and atqiyp@l secretary committee. Moreover,
the ministry of state president’s office labour gniblic service takes the responsibility
for corrective measures. However, recently the shipi uses traditional system of
performance appraisal. The situation is differendther Africa countries that employed
Performance Appraisal System (PAS). For examplegraing to Ochotiet al. (2012)

The Government of Kenya introduced Performance Aigpl System to refocus the

mind of the public to improving performance of eoy#es in their service delivery.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction

This chapter presents the summary, conclusion asdmmmendations of this study
relating to the role operformance appraisal in improving performance ahzbar

public sector.

5.2 Summary of the key findings

Based on the findings of this study, the curremtquenance appraisal in the ministry of
state president’s office labour and public seriiceneffective. The findings revealed
that the ministry has lack of official and cleastgm of evaluating employees and uses
only tradition methods of evaluation. Moreover, sitiedy identified that the ministry has
lack of performance appraisal policy, which impllasks of official tool and guideline
required in exercising performance appraisal. Aeothsue identified in this study was

lack of feedback provision on the ministry afteakestion process to its workers.

Moreover, the ministry of state president’s offimbour and public service was
identified to be faced by a number of challengegclvihave greater impact on effective
performance appraisal such as shortage of emplofgssthack, lack of specific budget
for appraising employees, lack of information topdmyees, halo effect and bias, lack of

appraisal skill of manager and lack of clear aalaguideline
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Also the study identified that majority of the werk involved in this study have been
neither promoted nor demoted by their employersesithe date of employment.
Moreover, among criteria used to promote employesegentified by the study were
education level and working experiences, job pemtorce, hard working of the
employees, good behavior, creativity of the emptsyeeniority, availability of post and

ability to pay, quick response and satisfactiorconte of performance appraisal.

Likewise, the study findings identified that amoergeria used to demotéjsmiss and
terminate employees were poor performance, indisei@and bad behavior manifested
by employees. However, the study revealed that stinmf the head of the
departments/units did not understand the criteseduby the government to demote,
terminate, suspend and dismiss the employees glholoey were responsible for
implementation. Therefore, the situation indicates ministry uses more traditional

performance appraisal.

Other issue observed in this study is the commopagh of effective performance
appraisal. Among the impacts identified were insireg quality of services, increasing
performance and productivities, increase employmesivation, it acts as tool of
corrective measures, it facilitates discussiorpravide data for host human resources
management and demotion and discipline, it fatdgalecision between employees and

employer;

The findings also identified a number of factoradimg performance appraisal including

promotion provided to the workers, training conedcto the workers and development,
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good relationship between employer and employedarysincrease and other incentive ,
demotion, reward and job satisfaction influence&erthe workers to be willing, happy

and satisfied in their working areas.

As shown on the above findings, the ministry usaditional system of performance

appraisal. Therefore, the study analysis discovénedneed to develop the system of
performance appraisal by the ministry. Furtherm@mong the areas whereby the
system of performance appraisal should be develapettie performance appraisal
training, government budget which support perforoeamppraisal, establishment of
open performance appraisal, provision of feedbdtdr @valuation, development and
implement performance appraisal, evaluation in depant, raising standard living of

employment and implementation of the performangeaipal results accordingly.

5.3 Implications of the Findings

Among the challenge which was identified by thisdst to have a greater impact on
effective performance appraisal in the MinistrySiate President’s Office Labour and
Public Service is the lack of specific budget fppeaising employees. Therefore, the
Revolutionary Government of Zanzibar may use thesult to encourage budget
concerning performance appraisal in the ministléa®l to support employees annual

increase, promotion and motivation after perforneaagpraisal process.

Also the findings of this study identified that tMinistry of State President’'s Office
Labour and public service used tradition methodspefformance appraisal to its

employees which experiences a lot of challengess Study is crucial to the Ministry
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for improvement the traditional system of igging employees to modern , the
modern performance appraisal directly or indireadgntify the better performance of
employees who should get the majority of availabkrit pay increase, bonuses and

promotion.

Moreover, among the area where the system of pedoce appraisal identified by this
study be developed by the Ministry State Preside@ffice labour and public service is
the performance appraisal training. Through timslihg the ministries will make

decision to determine the training needs and dewedémt programmes appropriate for
overcoming weakness of employees especially ompitheess of performance appraisal

for better performance of public sector.

Furthermore, the study identify that the Ministriaté President’s Office labour and
public service to have lack of performance apptasécy, despite having the positive
relation to the performance appraisal process. életitese findings mobilize the
Ministry to emphasize the establishment and analggeperformance appraisal policy

for providing guideline for the implementation efvirewed performance appraisal tools.

5.4 Conclusion

Overall, it is evident that effective performanggeaisal is important for any public as
well as private institutions so as to increase igualf services, performance and
productivity of the institutions and avoid misjudgnt to the employees. In this respect,

effective performance appraisal enables the ingtituto achieve the intended goals.
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Further, the system of performance appraisal innti@stry should be developed to

solve the faced challenges.

5.5 Recommendations

In this part, the researcher is provides suggestanmd recommendations in order to
make effective performance appraisal for employesnprove efficiency in service

provision.

5.5.1 Recommendations to the Government.

The Government as a cornerstone of different uisdihs such ministries, commissions,
and cooperatives, has the duty to make sure thaetimstitutions reach the objectives of
provision of goods or services to society. Front,thidas responsibility to support them
in terms of funds, experts and resources that ecadegto perform certain activities

including the performance appraisal.

Through its civil services departments, the govesnimshould make sure that every
Institution has experts (human resources pracgt®nwho are able to conduct the

evaluation practice seriously so as to institutégomance of government Institutions.

5.5.2 Recommendations to the Ministry

* In order for the Ministry to make effective evalioatto employees there should
be government support, intervention and partiograin the exercise otherwise it
might be difficult to be handled effectively. Theree, the ministry has the

responsibility to prepare performance appraisailcpand strategies which lead
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to evaluate employees, then the government coutgplment to accomplish the

whole process.

Also the Ministry should employ experts or officevko are qualified and able to
evaluate employees in the organization. This isabse everyone will have

played its part from what he or she specialized.

A part from the above statement the HRM specialst play part to facilitate

and administrate the evaluation process, improvimgrker morale and

promoting improvement of services and productiothenministry.

Financial and none financial incentives shouldibkeld to the annual appraisal

system, so as to motivate employees better.

The use of modern performance appraisal methods tikanagement by
objectives and 360 degree are effective in thege®of appraising employees in

the ministry.

Performance appraisal in public sector should &ffeky link to the performance

management system for improving performance ofiputtitution.

5.5.3 Recommendations to employees

Finally, employees should have special commitmenperforming their duties
and responsibilities so as to improve productivégvvices in the ministry. In the
case of evaluation process, employees should Hél performance appraisal

form, and then request feedback to their self assest.
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» Employees have to establish solidarity and coofmramong themselves which
will help them to establish their own evaluation timeir departments, and
recommend about their rights in departments andmeeend about their right

recognition.

5.6 Limitations of the Study

This study was encountered by two types of linotagt The first is Mechanical
limitations which include time constraint, finanic@apacity and the limited expertise on
the part of researcher. The second is the methgdalo limitations including
insufficient interaction between researcher angaedents and reluctance of some

respondent.

5.6.1 Time Frame

The researcher is a permanent employee. Therereohducted the research while
going to work. Hence his time had to be portionstbiag research activities and work
responsibilities. This reduces time to concentrateaesearch assignments and make it

difficult to finish the study in a scheduled tinrarhe.

5.6.2 Financial Limitation

Other problem faced this study is the shortageuoidf This problem affected the
availability of enough research subsidies hencedbearcher had to meet research costs
such as stationeries, secretarial services angpoainexpenses and so forth from his

pocket
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5.6.3 Reluctance of Respondents

During data collection of this study the researcli®ced the problem of some
respondents not giving cooperation while otherraitiprovide correct and clear answers
due to feare to be against management norms oghihdliat had a right to be paid for

the information that they provided.

5.6.4 The Problem of Expertise

The author of this study is student in researchhodlogy. Therefore, shortcomings
that are to be seen in this report should be vieimethe experimental perspective

towards conducting successful research projects.

5.7 Suggested Areas for further study

There is great potential for conducting furthereagsh to identify factors which hinders
the provisions of feedback to employees after ttoegss of evaluation completed. As
the means of motivation to employees, there is ni@ednalyse the performance
appraisal policy to see how it can be implementeublic Organizations. Also like this
study conducting appraisal in private sector in Zlaar, the study can be useful for
making comparison and differences of performangeagal done between public and

private sector.
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APPENDICES

Annex i: Interview Schedule for Heads of DepartmeritUnit

This Interview Schedule is for the study aboutrble of performance appraisal system
in improving performance of Zanzibar public sectarcase study President’s office
Ministry of labor and public service in Zanzibalt. is a part and parcel of requirement
for the award of MHRM.

Please, | request you to give the proper answethenquestions contained in this
guestionnaire without showing your name, and infidion given will be in

confidentiality.
SECTION ONE

Back ground information

Put tick where appropriate
2.Sex: (&) Male( ) (b) Female ( )

3. Educational level

(@)Primary  ( ) (b) Fohn( ) (c) Form Vvl ()
() Diploma ( ) (d) Undergraduate ( ) (e) Post Graduate and above ( )
4. J0b POSItION ....oviieii Department.....................
5. Number of years in employment ( )
SECTION TWO

6. As a head of department, do you know what pevéoice appraisal is?
(@) Yes ( ) (b) No ( ) (c) None ( )
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Factors leading to performance appraisal

7. Are there any factors making you working willmwghappy and satisfied in working
in your organization? (a) Yes ( ) (b) No ( )
8.Ifyes,Whatarethey ... ...

Effective performance appraisal methods

Specific information (pleases tick or explains wehappropriate)

9. Does the ministry has performance appraisatpaind implemented?

@Yes () (b)No () (©None ( )

10. How long do you evaluate employees? (PlBels@ppropriate item

(a) After one year ( ) b) ( After two years ( )

(c) After three years ( ) ) (dFour years and above ( )

11. What are the common methods used in performapyeeisal in your ministry?
(Please choose from the following)

1. Critical incident ( ) 4. Multiple comparisons ()
2. Graphical rating scale ( ) 5. Behavioral A. rating scale  ( )
3. Write essay ( ) 6. Other methods (please list them

12. Are there any challenges(s) that hinder thecéffeness of performance appraisal in
the ministry?

i. Yes ) iNo ( )

13. I f yes what are they

14.Do the ministry provide feedback after evaluajpoocess?
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1.Yes ( ) 20N ( )
15. If yes, what are procedures used to providedaek to employees
(Tick those you think are followed, more than @mswer is acceptable)
i. Immediate supervisor ( ) Meer evaluation ( )
ii. Self evaluation ( ) 5. Immediate subordinate ( )

iii. And other (please mention)

SECTION THREE

The role of performance appraisal and improve perrmance

16. Are you responsible to recommend / increalsgysaf employees?
i. Yes ( ) i. No ( )

17. If yes which criteria are used for incremenewofployees salary.-------------------------

18. As a head of department, are you responsibteamote, demote, suspend, dismiss
and terminate employees?

1.Yes ( ) 2. No ( )

19. If yes which criteria do you use in this case?

1. Promotion 2. Demotion 3. Dismiss 4.Suspend 5.Terminate

20. From the following what are the common imfpdceffective performance
appraisal. (Please choose from the following mbas tone answer is acceptable)
i. Increase employee motivation ( )
. Facilitate discussion between employees and graplo ( )
iii. Provide data for host HRM ( )
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iv. Increase performance and productivities ( )
Demotion and disciplining ( )
v.  And others explain----------

21. Do you think the system of performance apptamsministry should be developed?
Yes () No ( )

22. If yes, please choose from the following mibign one answer is acceptable

i. Develop and implement performance appraisal.

ii. Government budget which support performanceaippl in the ministry.

iii. Performance appraisal training.

iv. Provision of feedback after evaluation.

v. To establish open performance appraisal.

vi. Evaluation in department.

vii. Raises the standard living of employee.

viii. Others. (Please listthem)..........cccoiiii i,

23.What are measures taken toward establishingdwimy performance appraisal in

public sector
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Annex ii: Questionnaire for subordinates

This Questionnaire is for the study about the wfl@erformance appraisal system in
improving performance in Zanzibar public sectorcase study at President’s Office
Ministry labour and public service in Zanzibar.idta part and parcel of requirement for
the award of MHRM. Please, | request you to giwe phoper answer on the questions
contained in this questionnaire without showingrypame, and information given will

be in confidentiality.

SECTION ONE

Back ground information

1. AQE o year

Please tick the appropriate

2.  Sex:

(@ Male ( ) (b)Rale ( )

3. Level of Education

(@)Primary ( ) (b) Form | ( )

(c) Form VI ( ) (d) Diploma ( )
(e)Undergraduate (f) Post graduate )

4. Job Position .................. Department ...............

5.  Number of years in employment ()

SECTION TWO
6. As an employee, do you know what performancezaggl is?
(a) Yes ( ) (b) No ( ) (c)None  ( )
7 Are there any factors making you working willigghappy and satisfied in
working in your organization? (a) Yes () (b) No ( )
8.Ifyes,wha tare they ... ...
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Effective methods of performance appraisal
9. In your department or section, is there anyesystf evaluating employees?
(@Yes ()  (b)No ( )(c)None ( )
10. What are the common methods used to evalugiogees in your ministry?
Choose one among the following
(a) Critical incident () (b) Graphic rating scales ()
(c) Behavioral A. rating scale ( ) (d) Written essay ( )
(e) Multiple comparisons ( )

(f) Other method (please list them)
11. Who is a responsible of your evaluation? (Rleaswhich is appropriate)

(a) Supervisor () (b) Mger ( )
(c)Subordinate () (d) Petam members ()
(e) Director ( )

10. During evaluation process, is there many ordrallenges (s) that hinders effective
performance appraised in the ministry?

(@ Yes () (b) No( ) (c)None ( )

12. If yes, examine the following challenges andad® which are common in the
ministry.

1. Lack of information of employee () 3.Shoeayf employees feedback ( )

2. Halo effect and bias ( ) 4. Lack opapsed skills of manager ( )

5. Other factor ( please list them -

13. Does the ministry provide feedback after evadungprocess?

(@Yes ( ) (b) No ()

14.if yesin No 11, what are processes useddaige feedback?

(Choose from the following, more than one answacieptable.,)

(a) Immediate supervisor () (Peer evaluation ( )
(c) Self evaluation ( ) (d) Immediate subordinators ( )

(e) Any other please mention e
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SECTION THREE

Role of performance appraisal and improve of perfanance

15. Has your salary been increased since youradamployment?

(@Yes ( ) (b)NO )

16.For how long this process takes place?

(a) After one year ( ) (b) After two years ( )
(c) After three years  ( ) (d) aftéour years and above  ( )

17. Do you know which criteria are used to incregsar salary?

(Please explain them)--------

18.As an employees, have you ever been pronuotddmoted?
(a) Promotion  ( ) (Wpemotion ( )
19. Which criteria are used either to promote onoie?

(a) Promotion (b) Demotion

20. From the following impact of effective perfornt@ appraisal in the ministry which
are the most common.

(Please choose from the following more than ongvans acceptable)

I. Increase employees motivation ( )

ii. Demotion and discipline ( )
iii. Provide data for Host HRM ( )
iv. Increase performance and productivities ( )

v. Facilitate discussion between employees and@mapl ( )
vi. Any others ( please list them)----------- e

21. Do you think the system of performance apprasainistry should be developed?
@Yes () (b)No( )
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22. .If Yes, please choose from the following mitv@ one answer is acceptable
i. Develop and implement performance appraisal.

ii. Government budget which support performanceaippl in the ministry.

iii. Performance appraisal training.

iv. Provision of feedback after evaluation.

v. To establish open performance appraisal

vi. Evaluation in department

vii. Raises the standard living of employee.

viii. Others (please lISt them)..........o i e,



