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ABSTRACT

This study assessed the Impact of Performance Management on Effectiveness of Public Sector Service Provision in Tanzania: the Case of Uvinza District Council. To recap, the study was premised on three specific objectives, that is, to investigate awareness of Uvinza DC employees on Performance management and its forms, to assess the impact of promotion and compensation on Performance, and to establish measures for provision of quality public service at Uvinza. This study used a descriptive research design, and employed purposeful and random sampling to ensure representativeness. Questionnaire, and interview were used to 47 respondents picked from various departments, also documentary review was done. Both qualitative and quantitative data analysis methods were applied and descriptive statistical tools, specifically SPSS version 20 facilitated the assessment of variables.

 The findings indicated that awareness of employees to Open Performance and Review System (OPRAS) is more prevalent and is influencing  PMS.  The study further indicates the fact that employee promotion and compensation have been instrumental for PMS in ensuring that staff adheres to work ethics and a renewed morale among the civil servants. The study concluded that the whole essence of PMS to be aimed at improving the efficiency and effectiveness in the public sector, by ensuring better service delivery. Lastly, recommended the government as a whole to provide serious monitoring mechanisms that may be addressed to public sector performance to ensure more improvement, efficiency and effectiveness in the delivery of quality services. 
Keywords: Performance Management, Public Sector, promotion, Compansation.
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CHAPTER ONE

INTRODUCTION
 1.1 Overview

This chapter covers the background of the study, statement of the research problem, Objectives covering general objective and specific objectives; research Questions, which is the general research question, and specific research questions.
1.2 Background to the Study
Public service plays a vital role to the community, whatever business we are doing we use and benefit from Public sector services such as security, roads and railway infrastructures, water, health, Education, different Policies and legislations, translation and enforcement of laws, and more day to day interaction with the Public sector (SGS-Public Sector, 2020; Nchimbi, 2019).  From this statement, it is concluded that everybody needs quality service from the public sector.  To improve service delivery, Public sector organizations need to adopt Performance management (PM) because performance management is concerned with ensuring performance improvement (Marley, 2016). It is also commented by Armstrong, &Taylor (2020), that PM has the potential to improve the performance of organizations and help in the creation of a high-performance culture. Moreover, Armstrong, et al (2020) and Marley (2016), insist that the overall objective of PM is to develop and improve the performance of individuals and teams and therefore improve organizations’ performance.
Over the past two decades, the world marked a significant increase in the use of PM in the Public Sector which is more systematic and related to setting goals and priority observation, determining standards, assigning and evaluating work, providing feedback, and distributing rewards and sanction (Marley, 2016). Also, Marley (2016) argues that today’s PM is the one that is directly linked with organization performance, moreover, PM provides autonomy and flexibility to the organization on the way of using their resources for meeting goals hence create a sustainable competitive advantage. Therefore, improving employee performance by using performance management systems is a way to improve Public sector performance in terms of quality service delivery. 
PM when practiced effectively ensures employees focus on their work in a way that contributes to achieving high performing culture, and ensure better management of public resources for efficiency and effectiveness in service delivery (Nchimbi, 2019; Hassan,2016). The system of PM in Tanzania public sector was introduced between the years 1991 and 2000 through the Civil Service Reform Programme (CSRP) as initial reform. It aimed at increasing efficiency, effectiveness, and accountability in the public sector (Ridder, et al 2016). Factors such as decentralization of employee management, refocusing public sector functions on core activities, pay reforms, and Performance management was incorporated (Ridder, et al 2016). 
All Ministries, Independent Departments, and Agencies (MDA) as well as the whole public sector and its institutions were supposed to apply it. Adopting this system intended to improve performance and hence quality service delivery to the community. The second phase of reform was under the Public Service Reform Programme (PSRP) which took place under several phases, the first phase was between the year 2000 to 2007. It aimed at instituting PM systems that integrated creating a shared vision, agreeing in results to be achieved, and improving quality service delivery. Moreover the PSRP between 2007 to 2012 and 2012 to 2017 aimed at enhancing performance and accountability, and quality improvement cycles respectively (Ridder, et al (2016) and Bwemelo, (2016). Also, there was Local Government Reform Programme phase I and II which launched in the year 2000, which aimed at strengthening leadership capacity, human resource development, and technical capacity building for staff and managers, and to set standards for Local Government Authorities’(LGAs) performance improvement including also financial and legal aspects (Bwemelo, 2016).
1.3 Statement of the Research Problem 
Uvinza District Council is a public sector organization established in 2013 (URT, 2018) and is supposed to implement PM which is expected to improve employee performance and public sector performance which is the central governments’ initiative for performance improvement through service delivery. Two legal documents are guiding PM in the public sector that is the Public Service Management and Employment Policy of 1999 and the Public Service Act  No. 8 of 2002. The two documents stipulate the need for performance and results-oriented management philosophy and provide an enabling legal framework for managing performance in the public sector. 
Moreover, several central and Local government reforms were adopted and launched for the central purpose of the overall improvement of public sector performance. Despite these efforts and resources problems in service delivery still exist such as mismanagement of public funds, low-quality development projects, conflict among land users, and poor working environment (Bwemelo, 2016). Uvinza DC reports reveal performance problems including inadequate utilization of resources, poor enforcement of bylaws, poor revenue collection, the existence of unplanned land use leading to conflict among land users, and continuing deforestation (URT, 2018). 
As part of PM Uvinza possess a five years strategic plan (2017/18- 2021/22) with the vision to provide high quality service for sustainable development of the community. This document is the basis for preparation of council performance budget, strategic objectives for all departments and sectors which are used for OPRAS and pther operational activities. This study assessed the impact of performance management on effectiveness of public sector service provision in Tanzania to increase effectiveness and efficiency in service delivery.
1.4 Research Objectives
1.4.1 General Research Objective
The main objective of the study was to assess the impact of performance management on effectiveness of public sector service provision in Tanzania at Uvinza District Council.
1.4.2 Specific Objectives

i. To investigate awareness of Uvinza DC employees on Performance management and its forms.
ii. To assess the impact of promotion and compensation on the performance of the public sector at Uvinza DC.
iii. To establish measures for the provision of quality public service at Uvinza.
1.5 Research Questions
1.5.1 General Research Question
What are the impact of performance management on effectiveness of public sector service provision in Tanzania?
1.5.2 Specific Research Questions
i. How does the council staff aware of PM and its forms?
ii. Do promotion and compensation have an impact on performance in the public sector at Uvinza DC?
iii. What measures can be employed for the provision of quality public service at Uvinza DC?
1.6 Relevance of the Research 
The overall objective of PM is to develop and improve the performance of individuals and teams and therefore improve organization performance and assure effectiveness and efficiency in organization performance (Armstrong, et al 2020 and Marley, 2016). This study is expected to add awareness about PM to the management and staff of Uvinza District council and other public sector organizations, also they will learn factors affecting  PM specifically promotion opportunities and compensation. 
Moreover, Uvinza management will be able to implement more measures to ensure effectiveness and efficiency in the provision of quality public service. Ministries, especially  PO-RALG and PO-PSMGG, will adapt the findings of this study for policy developments and modification. Furthermore, from researchers’ little knowledge that researches on PM specifically for the new council of Uvinza DC are few, so this study will raise curiosity for other researchers to conduct more studies on PM at Uvinza and other public sector organizations to investigate more factors of PM.
1.7 Scope of the Study

The research was done at Uvinza District Council, the area which is conversant with the researcher. Respondents were obtained from internal customers only, that is from council headquarter and from 8 ward offices. The reason for the choice is to be able to efficiently utilize the limited time given for the study and financial constraints facing the researcher. Moreover uvinza DC is one of Public sector organization in the Local Government Authorities. The study involved Council Director, Heads of departments, Heads of sections, and other ordinary staff.
1.8 Organization of the Dissertation 

The dissertation consists of six chapters. Chapter One covered the Background of the study, the Statement of the problem, Research objectives, Research questions, relevance of the study, the scope of the study, and the Organization of the study. Chapter Two covered Literature review. Under the Literature review, the chapter elaborated issues by starting with an introduction and then a definition of key concepts, review of PM theories, empirical analysis of relevant studies, research gaps identified, conceptual framework, and theoretical framework. 
Chapter three covered Research methodology, starting with an overview, research strategy, survey population, area of the research, sampling design and procedures, variables and measurement procedures, data collection methods, and data processing and analysis techniques. The fourth chapter covered the findings of the study, Chapter Five concentrated on a discussion of findings and Chapter Six consist of summary, conclusion, recommendation, and suggestion for further researches.
CHAPTER TWO

LITERATURE REVIEW
2.1 Overview
In this chapter review of the literature was done to be able to assess the impact of performance management on effectiveness of public sector service provision in Tanzania at Uvinza District Council. The aim was to demonstrate awareness about PM and its relationship with the research problem, objectives, and questions. The chapter consists of several subtopics, that is, overview, the definition of key terms, review of supporting theories, empirical analysis of relevant studies, research gaps, conceptual framework, theoretical framework.
2.2 Definition of Key Terms
2.2.1 Performance Management
Performance management is one of the important processes in Human resources management which is intended to be a basis for employee improvement to achieve organization goals (Nchimbi 2019).  PM is a systematic process for improving organizational performance by developing the performance of individuals and teams (Armstrong, 2009). It is further seen as a process for establishing a shared understanding of what is to be achieved and how to be achieved; it is also regarded as an approach to managing people that increase the probability of achieving success (Bwemelo, 2016)  
Another definition of  PM is a system through which organization set work goals, determine performance standards, assign and evaluate work, provide performance feedback, determine training and development needs and distribute rewards. PM in the public sector is seen as a strategic approach in the administration and management of the sector resources to bring about efficiency and effectiveness in service delivery (Nchimbi, 2019)

2.2.2 Employee Performance
The term performance itself refers to the extent to which an employee contributes to achieving the organization goal; and employees are the human resource of the organization which is also a source of competitive advantage of the organization and an asset. Employee performance is what an employee does, it can include presence at work, the quantity of output, quality of output, well-timed output, and cooperativeness in performance (Widagdo, et al., 2018). It is also defined as the record of outcome attained for job function during a specified period and viewed as a distribution of outcome achieved and which is measured by the preset criterion (Mbise, 2014).  
On the other hand employee performance is explained as a rating system used in corporations to decide the abilities and output of an employee. Good employee performance has been linked with increased consumer perception of quality service, while poor employee performance has been linked with increased customer complaints and brand switching out of once preferred products. Therefore, employee performance can generally be understood as the related activities assigned and expected of a worker and how well those activities were executed  (Mone, et al 2018). 
2.2.3   Public Sector Performance

Public Sector consists of all publicly controlled organizations which include the government itself, publicly controlled organizations, publicly funded agencies, and enterprises, and any entity that does public responsibilities such as public programs, public goods, services, or business. (Bold, Molina,& Safir, 2018). The public sector covers firstly, the core government, which consists of all government departments, bodies, ministries, and branches of government, that is the legislature, judiciary, and the executive; secondly, it covers agencies, which are part of the government; and thirdly, it covers Public enterprises, which are independently governed with their own sources and also receive additional public funds. 
Furthermore, it consists of non-market producers whose output is aimed at public service provision (Campos, et al, 2016). Public sector performance is all that is done by public organizations, it is measured through quality public services provided to the community. The service can be provided directly to people through public organizations or services financed by the public fund. It includes also policies and rules governing public interest (Rees & Mullins, 2016). 
2.2.4 Quality Service Delivery

The term quality refers to the totality of characteristics of goods and materials that satisfy the intended need at the lowest cost. Quality service delivery refers to good services provided to customers which makes them feel good and satisfied, most of the customers become loyal to the organization due to the service received, if the services provided are good to them then, the customers may stay longer and vice versa. The quality service is which bears the ability to satisfy the stated or implied needs of users (Sibanda, 2012).
2.3 Critical Review of Supporting Theories 
PM like other HR practices has been studied and several theories formulated, they include Goal theory and Control theory. In the next section, a critical review is done of these theories.
2.3.1 Goal Theory 
According to Armstrong, 2009, the theory was developed by Latham and Locke in 1979. The theory emphasizes setting agreed goals which becomes the basis for performance measurement. This study will be guided by goal theory into mechanisms that emphasize the connection between goals and the performance outcome within public offices in Tanzania. The first is that Goals direct attention to priorities; second, goals stimulate employees efforts, third, Goals challenge people to use their knowledge, skills and creativity to increase the chance of success; and fourthly, the more challenging the goal the more people will draw in their full potentiality and release hidden skills and persistent effort to achieve them (Shaiza et al, 2016). 
It is also believed that goals motivate an employee to form strategies and continue working on them to ensure attainment of goals and for superior performance, and if the goals are not achieved the employee and supervisor modify them to improve performance. According to the theory, two factors determine behavior, that is intentions (goals) and values. The goal is what an individual is aspiring to do, and value create a desire to do things consistently (Locke and Latham, 2006: 2019), so according to Locke and Latham (2006: 2019)  goals direct attention and action, and goals attained lead to satisfaction and goals not achieved leads to dissatisfaction. 
Furthermore, many researchers point out that there is a positive correlation between goal setting and improved business and organizational results (Locke & Latham 2006:2019). According to Locke & Latham (2019), there are new development about the theory whereby the main variables which are goal and values are supported, but also there are additional factors which if left behind there is a danger of not attaining the goal, they include the ability to perform, commitment to perform, feedback about the goal pursuit, and availability of necessary resources.
In the public sector, goal theory is used by both individuals, teams, and organizations, and the goals of individuals are aligned to organizational goals to help improve productivity. This is through preparation and implementation of broad sector targets, objectives, and activities stipulated in councils’ strategic plan which are the basis for each year target and budget preparation, then adapted to form departmental targets and individual targets set in the performance management process (URT,2018). Goals are used to improve public sector performance in the sense that having goals helps to direct efforts and resources to relevant planned activities which will assure quality service to the community. 
 2.3.2 Control Theory
According to Armstrong (2009) the theory focus on feedback provision, feedback is used as a means to shape behavior, that is as people receive feedback on their behavior they appreciate the discrepancy between what they are doing and what were expected to do and take corrective action to overcome the discrepancy. So feedback is recognized as a crucial part of the performance management process  ( Dwivedi and Chetty, 2016). It is also argued by Dwivedi et al (2016) that the control theory insists on different control mechanisms including behavior control, input control, and output control. Behavior control is done through monitoring and evaluation of employees on the norms and policies of the organization. Output control is done through the performance results of the employee, what is the achievement and whether he deserves rewards or sanction. Under input control, organizations control during the selection and training process to ensure availability of required competencies (Dwivedi et al, 2016). 
In the public sector, PM control theory help in evaluating the output against pre-defined goals and set parameters, and in regular monitoring and feedback. Public organizations in workplaces set and agree about goals to be achieved to increase performance, where supervisors and employees agree on what to be done, specific standards to be met, and continuous feedback is provided. Control system is seen through regular supervision by supervisors to their subordinates, and in translation and application of public service laws, regulations, standing orders, circulars, and instructions. Also through continuous feedback to track and evaluate achievements when practicing PM.
2.4 Empirical Analysis of Relevant Studies
2.4.1 General Studies 
 Hanif, et al (2016) conducted a study in Pakistan about PM in public service, it was found that PM is practiced at federal as well as province levels, and was found as a tool to promote accountability, and is aligned with the overall mission, vision, and objective of organizations under public service. However, it faces political interference, favoritism, and a lack of standard quantification methods. The researcher suggests useful policy and reform measures towards improving the PM system (Hanif, et al 2016).
Fryer, et al (2009) studied about the assessment of the state of PM in the public sector in the UK, they found that despite a quarter of a century of performance management within the public sector in the UK, there are still major problems leading to PM not materialize intended change in performance, they include unresolved problems of defining indicators, externally imposed restructurings and reorganizations contributing towards preventing the implementation of performance management, changing culture to PM culture, organizations are not provided with details on how to progress and leadership and culture support to PM. Further researches are needed to determine how the public sector can take the next steps to a performance management system that embraces all members, stakeholders, and customers.

Klink and  Swanepoel (2019) studied PM specifically human factors linked to PM process and its impact on the effectiveness of service delivery in the North West provincial administration (NWPA) of South Africa. Findings of the study revealed factors that are against PM improvement are departments problematic manager and subordinate relationships, lack of training, no proper feedback, low staff morale leading to low job satisfaction, lack of leadership, and broken channel of communication. They call for NWPA management to take necessary efforts and adopt a new strategy and comprehensive model for improved performance, which would ultimately lead towards efficient and effective service delivery in the North West Province.

2.4.2 Empirical Studies in African Countries

In Kenya, Muriu (2017) studied about PM and information use in the three state Ministry departments that is Agriculture, Livestock, and Fisheries Development. It was revealed that PM is done, information is produced and used but with given forms of use of such information based on political will, passive reforms, informal and competitive administrative culture, and limited interest. Muriu call for further researches to reveal more factors affecting PM and information use.
Chidwala, (2013) studied the implementation of PM policy in Malawi civil service, and found out that the public service has a policy in place but it is held back due to several factors including the complex nature of the government system itself, lack of follow-up, lack of consultation and management support, so the government to put a strict mechanism to ensure the policy is implemented. Chidwala, (2013), advised more research on PM to reveal more complex issues surrounding PM policy and other policies to make Malawi civil service effective and efficient in providing quality service to the public.
2.4.3 Empirical Studies in Tanzania
Ngomuo & Wang, (2015) researched about measuring  the performance in public sector organizations, specifically for Local Government Authorities in Tanzania. Ngomuo, et al (2015) found that the overall performance of LGAs is poor which is contributed by poor financial performance, however, there is room for improvement through improving individual performance metrics in the future and hence improve overall performance. It was recommended that further study can be done to investigate other factors that influence the performance of LGAs which are not included in the study by Ngomuo, et al (2015). 
Mbise, (2014) assessed the impact of PM systems in employee performance, at the University of Arusha, specifically to assess how personal development, compensation, and evaluation of performance influence institution performance. Findings revealed that the PM system has an impact on employee performance because it helped change the way employees works through knowledge and skill imparting through training and mentoring, PM help employees feel valued in terms of rewarding. Mbise (2014) advised the organization to regard PM system as a holistic approach to improve performance and not something for only compliance of regulations. 
2.5 Research Gap 
Despite several studies carried out as aforementioned and in different ways about the impact of performance management in the public sector, very few were done specifically for Local Government Authorities. Also presented studies revealed the need for further studies to investigate more complex factors affecting public sector PM specifically in LGAs such as motivation, promotion, compensation, also the need to identify more measures for more effectiveness in service provision. This study aimed to take care of these gaps by assessing the impact of performance management on effectiveness of public sector service provision in Tanzania taking in detail Uvinza District Council which is an LGA, and deeply to explore PM awareness and its forms, whether promotion and compensation affect performance, and to provide measures to enhance public sector performance and increase efficiency and effectiveness.
2.6 Conceptual Framework 
The conceptual framework was analyzed using Goal and Control theories of PM which are the basis of this study, and which provide that goal setting and feedback provision guide organization culture and are important factors that determine the extent to which performance is improved. It is argued that these factors help to shape the behavior of employees and drive an employee to work hard to achieve goals and in so doing organization performance is improved. However other factors affect employee performance hence affect Public sector Performance, which are independent variables including awareness about  PM and types of PM, compensation, and promotion. 

Independent Variables 

   Intervene variables
           Dependant variable





Figure 2.1: Conceptual Framework Diagram
Source: Researcher (2020)
Furthermore, Public sector Performance which is a dependant variable is guided and affected by mediating variables which are policy, rules, regulations, and government budgets which determine the effectiveness of dependent variables as shown in Figure 2.1 which concludes that for efficiency and effectiveness in the public sector performance both variables are to be considered because they affect, mediate and interrelate with a dependent variable which is public sector performance.

2.6.1 Description Measurement of Variables
2.6.1.1 Dependent Variables
The dependent variable of this study is Public sector performance, the measurement will be the number of targets completed per annual as elaborated in Table 2.1. Public sector performance is explained through quality service delivered to the community to ensure it is good service having the ability to satisfy customers.
2.6.1.2 Independent Variables
Independent variables are Awareness about PM which is measured by the ability of respondents to mention and explain types of PM applied in Uvinza DC. Other independent variables are Promotion and compensation. These variables are measured by the number of employees promoted per year and knowledge about promotion and compensation packages and increment in compensation respectively.
2.6.1.3 Mediating Variables 
The budget will be measured by the amount of funds collected and disbursed to the council, while Policy, rules, and regulations will be measured through available number of established policies and rules.
Table 2.1: Description of Measurement of the Variables
	Variables
	Measurements
	Signs (impacts)
	Type of Variable

	Public sector performance
	Number targets completed per annual
	+/-
	Dependent

	Awareness
	Forms of Performance Management
	+/-
	Independent

	Promotion
	Number of employees promoted
	+
	Independent

	Compensation
	incrementally
	+
	Independent

	Management Performance rate
	Service delivery to customer and staff
	+/-
	Independent

	Provision of Quality Public Sector Service
	Number of services and incentives provided to staff
	+
	Independent


Source: Researcher (2020)
2.7 Theoretical Framework
2.7.1 Performance Management Process

PM is a process that is practiced throughout the year in the organization, which harmonizes and aligns each employee's goal and objective with the overall business strategy. PM starts when an employee joins a particular organization and it ends for that individual employee when he leaves the organization (Rachna, et al, 2015). PM sets a ground for rewarding by aligning employee goals with organization goals, also help employees and the organization to understand the importance of each job in the effort to attain organization goals. 
PM helps the organization and the employee define actions and behaviors required to get effective results. PM nowadays is gaining a focus of discussion because it is a means of getting better results through planned and agreed goals, standards, and competency. Any good PM system should be the one that develops the capacity of the people to meet and exceed expectations and achieve their full potential for the individual, organization, and society benefits (Nchimbi, 2019).
PM has three stages, that is,  Goal or expectation setting; continuously maintaining a dialogue between an employee and a supervisor to ensure performance is on track (feedback), and evaluate by measuring actual performance against expectations. PM effectiveness is realized when there is ongoing feedback (Armstrong, 2009; Nchimbi, 2019). Further to that, there are key factors which lead to successful PM, which are, organization and employees to clearly understand what is performance, where the organization is, and where it needs to be in its performance culture, also to be focused on how employees will benefit, how they play their part and contribute to the achievement of organization objectives.
 2.7.2 Performance Management System

A performance management system is a kind of completed and integrated cycle for performance management. The emphasis of performance management systems is on continuously improving organizational performance, and this is achieved through improved individual employee performance. The objectives of PM mostly include helping individuals develop their skills, motivating performance, determining who should be promoted, building a performance culture, eliminating poor performers, and helping implement and attain organization strategies.
 The effective performance management system is the one which ensures employees are clear of what is expected of them that is a goal or objective; employee receive what is going on about the performance, that is feedback;   the work performed by employees is aligned and accomplishes the company strategic plan; employee development opportunities are understood; compensation and rewards base on employee performance and equitably distributed; and employee performance that does not meet expectations are addressed. These factors when done effectively will assure organization performance improvement and the organization maintains a competitive advantage (Armstrong, 2009).
2.7.3 Performance Management in Tanzania Public Sector
After Tanzania's political independence in 1961, several initiatives took place intending to win a war against poverty, disease, and ignorance and bring about prosperity. The Public sector, as the strong arm of the government, was expected to lead this war (Bwemelo, 2016; Nchimbi, 2019). However, in the 1990s it was realized that the government has to put deliberate measures to ensure public service is transformed to be efficient and capable of bringing sustainable national social and economic growth and prosperity. Several public sector modernization reforms were initiated to ensure the public service is transformed. 
The initial reform was the Civil Service Reform Program (CSRP) which was introduced in 1991 and gone through until 2000. It aimed at increasing efficiency, effectiveness, and accountability in the public sector (Ridder, et al 2016). Factors such as decentralization of employee management, refocusing public sector functions on core activities, pay reforms, and Performance management were incorporated (Bwemelo, 2016). In the PM factor, managers were given the freedom to emphasize on output, public sector managers and employees were required to work on performance targets and output objectives which define an individual task. During that time the focus was right sizing and initial preparation for pay reforms, but later concentration was in creating performance management systems including the formation of strategic plans, client service charters, service delivery surveys and self-assessment, employee appraisal, and Monitoring and Evaluation (M&E) management systems (Bwemelo, 2016; Nchimbi, 2019). 
The second phase of reform took place from 2000 under the Public Service Reform Programme (PSRP). It aimed at instituting PM systems that integrated creating a shared vision, agreeing in results to be achieved, and improving quality service delivery. Moreover the PSRP between 2007 to 2012 and 2012 to 2017 aimed at enhancing performance and accountability, and quality improvement cycle respectively (Ridder, et al 2016). PSRP was implemented in all Ministries, Independent Departments and Agencies (MDA) to improve effectiveness and efficiency in service delivery, policy management, and regulatory functions, and ensure value for money. 
Also there were several sector reforms including the Local Government Reform Programme (LGRP) phase I and II which were launched in the year 2000, specifically for LGAs which aimed at strengthening leadership capacity, human resource development, and technical capacity building for staff and managers and to set standards for Local Government performance improvement, financial and legal aspects were also emphasized (Bwemelo, 2016). Through all these reforms, PM and PMS were addressed through formal and informal measures adopted by public organizations to increase organizational, team, and employee effectiveness in conducting public functions. 
 2.7.4 Policy and Legal Frameworks of PM in Tanzania
The public sector in Tanzania is legally guided and administered by URT Constitution 1977, Laws, and regulations. PM in Tanzania is in accordance with the Public Service Management and Employment Policy of 1999 and the Public Service Act  No. 8 of 2002 which has a major influence in the practice of PM. The two legal documents require PMS to be practiced in the public service. The policy stipulated the need for performance and results-oriented management philosophy in the public service, while the Act provides an enabling legal framework for managing performance in the public service. Without a legal framework, PM cannot be practiced in public institutions because it will be a diversion from public Laws. So PM is given legal status by these documents which are important instruments to facilitate the creation and implementation of PM and PMS and also to ensure the sustainability of performance accountability culture in the public sector (Nchimbi, 2019). 
2.7.5 Uvinza District Council and Performance Management
Uvinza DC is a Local government Authority established in 2011, and as per announcement in the Government Gazette number 237 on the 9 September 2011, after the split of Kigoma district into two districts. Officially the council started its functions on 1 July 2013. The council covers an area of 10,178 square kilometers, with 3 divisions, 16 wards, 61 villages, and 328 hamlets (URT, 2017). PM in the public sector is in accordance with the Public Service Management and Employment Policy of 1999 and the Public Service Act  No. 8 of 2002 together with all reforms to enhance and improve performance. 
As part of performance management requirements, Uvinza DC posses a five years Strategic Plan designed to enable the Council to realize its Vision and Mission which states that, Uvinza DC to be a council that provides high-quality services for sustainable development of the community; and the mission is to facilitate the provision of high-quality services in collaboration with other development partners for sustainable community development (URT, 2018). 
Also, it comprises several main strategic objectives which are, services improved, and HIV/AIDS infections reduced;  national anti-corruption implementation strategy enhanced and sustained; access to quality and equitable social services delivery improved.; quality and quantity of socio-economic services and infrastructure increased; good governance and administrative services enhanced; social welfare, gender, and community empowerment improved; improve emergence preparedness and disaster management; management of natural resources and environment enhanced and sustained, and improve information and communication technology. 
Moreover, Article 146 (1) of the Constitution of the United Republic of Tanzania of 1977 also clearly mandates powers and resources to all Local Governments to ensure service delivery to the people, also to strengthen the local government authorities with the overall objective of improving service delivery to the public. This was made through several initiatives including transferring power of the decision making, functional responsibilities, and providing resources from the central government to local government authorities. Tools and mechanisms to be applied included strategic and operational planning, client service charters, service delivery surveys, self-assessments programs, performance budgeting, OPRAS, and Monitoring and Evaluation (M&E) system (Bwemelo, 2016; Nchimbi, 2019 and Ridder, et al 2016). 
Through all these initiatives Uvinza DC has been empowered accordingly. For example, Uvinza DC have been planning and receiving grants from the central government, (URT, 2018:3) show Council budget for 2017/2018 was 36,965,197,431/=, of which 2,262,299,000/= equal to (6.1%) was from Uvinza own local sources; and 560,535,039/= equal to (1.5%) was expected from the community contributions through their workforce. This shows that the central government was expected to contribute 92.4% of the council budget. It is from these initiatives that Uvinza DC is expected to have been able to vividly exhibit the power of PM in performance improvement and specifically to provide quality and sustainable service to its people.
2.7.6 Promotion and Employee Performance 
Several studies done reveals that promotion, training, improved work environment, and pay increase are among factors influencing performance. According to  Mollel, Mulongo, & Razia (2017), an organization with employees who perceive promotion opportunities as fair retain its employees, and if perceived unfair or lack of promotion opportunities organizations loose employees who need work experiences. Also, satisfaction after promotion lowers absenteeism, turnover, and attract competent employees. 
Promotions have been identified as an important aspect of a worker’s career and life that affect other facets of the work experience. They constitute an important aspect of workers' labor mobility and often carrying substantial wage increases and as well can have a significant impact on other job characteristics such as responsibilities and subsequent job attachment (Nchimbi, 2019). Most organizations use promotion as a reward to good performers which ultimately increases morale and effort to work hard (Mollel et al, 2017). Among other factors, this study will find whether promotion has an impact on employee performance and hence impact on performance in the public sector. 
2.7.7 Compensation and Employee Performance 
Compensation refers to all income given by the organization in the form of goods, wages, money, or award paid directly or indirectly to employees in return to work or services done by the employee to the organization (Darma, & Supriyanto, 2017: Ramli, 2018).  According to Darma & Supriyanto, (2017) effective compensation is expected to provide satisfaction to an employee which motivates and stimulates to work better for the organization. Okwudili& Edeh (2017) quoted and explained the meaning of compensation as “all forms of financial returns and tangible benefits that employee receives as part of the employment relationship”.
Okwudili& Edeh (2017) provides that compensation is defined as “the area of human resources management which involves making decisions about pay that are fair, equitable and competitive with current market rates; providing employees with incentives to improve performance; ensuring that benefits packages are cost-effective and serve to motivate employees, and making certain that all compensation-related policies and programs comply with government requirements”. It may be in the form of financial returns, tangible services, and benefits received by employees as part of their employment. It does not include other forms of rewards such as recognition and interpersonal relationships. 
Ramli (2018) went further explaining that better compensation improves employee performance to be able to improve the organization’s performance and maintain a competitive advantage. According to Okwudili& Edeh(2017), direct compensation includes basic salary, base wage adjustment, house rent, short term bonus, and long term bonuses; and indirect compensation includes safety allowance,  health allowance, work tool, and working room availability, end of year gift, break time and vacation allowance. The study will explore if compensation in the public sector has an impact on performance and hence impact performance in the public sector.  
CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Overview
This chapter covers the research design and methods that will structure the study. This component will include eight parts; part one is the overview, part two is about the research paradigm, part three research design, part four is sampling design, part five is about variables and measurement procedure, part six is about methods of data collection, part seven is about data processing and analysis methods, part eight is expected results of the research and part nine is reliability and validity of the assessment of the study.

3.2 Research Paradigm

This study employed qualitative methodology in collecting the data and in analyzing the same data. The methodology was selected because it was considered appropriate to generate desirable and relevant data. The strategy was further opted due to employing methods of data collection that capture the in-depth and detailed data depending on the purpose of the study, manageable sample size and the affordable costs (Best 1995). 
The purpose was to generate the in-depth and detailed data that would enhance to assess the impact of performance management on effectiveness of Public sector service provision. In addition to that the strategy enhanced to elicit primary information from the respondents. This is supported by (Creswell, 2003) by saying that the qualitative researcher has often to go to the site (home, office) of the participant to conduct the research and in turn this enables the researcher to develop a level of details about the individual place and to be highly involved in actual experience of the participant. Two types of qualitative methods, namely structured interview and questionnaire have been used. 

3.3 Research Design
Research can employ different designs to ensure relevance with, and consistency in data collection and analysis, a design is a plan on how to collect and analyze data. According to Kumar (2011) and Saunders, et al (2016) there are several designs that include case study design, experimental design, and survey design. In this research, a case study design was employed to enable the researcher to identify new variables to be worked on, also to concentrate in a single unit which enabled a thorough study in which the findings can be generalized beyond the case itself.  Moreover, a case study design is flexible in terms of data collection and analysis, in using a structured interview and questionnaire (Saunders, et al, 2016).  Furthermore, the study employed both qualitative and quantitative approaches. These two methods were applied because the interest was to obtain staffs’ own assessment of the impact of performance management on effectiveness of public sector service provision. Specifically, the effect was assessed through the views of the staff and complementary information from documentary reviews (Saunders, et al, 2016). 
3.3.1 Population of the Study

Bless & Higson, (1995) defined a population as the entire set of people, events, or objects which is the object of research and about which the researcher wants to determine some characteristics. The target population of the study was 104 employees working at the head office, which comprise the council Director; Heads of departments; Heads of Sections, and other ordinary employees.
3.3.2 Area of the Study

The research was done at Uvinza District Council, a Local government Authority established in 2011 as per provisions in The Local Government (District Authorities) Act No. 7 of 1982, and published in the government gazette number 237 of  September 2011. The council covers an area of 10,178 square kilometers, with 3 divisions, 16 wards, 61 villages, and 328 hamlets (URT, 2017). According to Act No. 7 of 1982, in general, all  LGAs have main Functions and duties including to maintain and facilitate the maintenance of peace, order, and good government within its area of jurisdiction; to promote the social welfare and economy well-being of all persons within its area of jurisdiction, and to further the social and economic development of its area of jurisdiction. This study area was selected to be able to efficiently utilize the limited time given for the study and financial constraints of the researcher. Also, the researcher is familiar with the area which facilitated prospects for gaining entry to the organization for smooth data collection (Yin, 1994).
3.4 Sampling Design and Procedures

3.4.1 Sample Size

Selection of sample help to minimize cost, time, and energy. According to Kothari (2004), a sample should be conducive enough in terms of efficiency, representativeness, reliable, and flexible, it should not be too small or too large. Furthermore using samples makes it possible to have accuracy than to do a census. There are three techniques to be used in sampling, which include Random/Probability sampling; Non-random/Nonprobability design, and mixed sampling design (Kumar, 2011).In this study, Random/ Probability design was used because the number of elements in the study is known, and elements had an equal and independent chance of selection, the method helped to avoid the personal preference of a researcher, and also the choice of one element did not depend upon the choice of another element. Moreover, this technique ensured the sample size selected represents the total population of the study (Kumar, 2011: Saunders, et al 2016). Conclusively, the researcher used a sample size of 51 employees equal to 49% of the study population as illustrated in Table 3.1.
Table 3.1: Study Population and Sample

	S/n
	Designation
	Number of staff (population)
	Sample
	Percent-age
%
	Type of sampling

	1
	Council Director
	1
	1
	100
	Purposively

	2
	Heads of Department
	13
	13
	100
	Purposively

	3
	Heads of Sections
	6
	6
	100
	Purposively

	4
	Other staff
	84
	31
	37
	Random sampling

	
	TOTAL
	104
	51
	49%
	


Source: Uvinza District Council Seniority List, 2019/2020.
3.5 Source of Data
Suitable and relevant data were collected from the sample to enable assess the impact of performance management on effectiveness of public sector service provision in Tanzania, at Uvinza DC. Most data were obtained from the primary source from employees through Questionnaires, and structured interview, and used to analyze three independent variables that are PM awareness and types, and whether promotion opportunities and compensation influence performance and measures for efficiency and effectiveness. The study also reviewed secondary data which enabled to obtain readily available information related to the research topic. Secondary data was obtained from Public service policies, laws, regulations, The URT constitution 1977, council strategic plan, budget, and Council reports.
3.6 Methods of Data Collection 
3.6.1 Questionnaire
In this study questionnaire was used to obtain information from respondents. The method is chosen because most respondents were very busy for face to face interviews. The method helped reduce the time for the study because questionnaires reached many respondents at one time. The questionnaire is not expensive and is appropriate to this study since respondents were assured to remain anonymous (Saunders, et al, 2016). In this study, both English and Kiswahili questionnaire versions were used to provide the flexibility of respondents to use the language of their preference (Kumar, 2011; Saunders, et al, 2016).

3.6.2 Interview

This method was relevant in this study as it provides flexibility and freedom on the contents of questions to ask, how to record responses and to understand more by observing the response of respondents (Saunders, et al, 2016). In this study, a structured and unstructured interview was used to obtain information. The purpose was to obtain uniform information that assured the comparability of data. The interview is flexible it helped to get the information required in a different situation, also during the interview, the researcher was able to modify questions to suit the situation to ensure relevant information is obtained. (Kallio, Pietilä, Johnson, & Kangasniemi, 2016). 
3.6.3 Documentary Review

Various relevant documents were reviewed including the URT constitution, laws, regulations, reports, and policies. More information was gathered from the five years Council Strategic plan (2017/2018-2021/2022), Public Service Management and Employment Policy of 1999, the Public Service Act  No. 8 of 2002, Council MTEF, Seniority list, and Budget report. These document review provided an opportunity to corroborate the information from questionnaire and interview methods.
3.7 Data Processing and Analysis
In this study, both Qualitative and Quantitative data analysis method was used. The qualitative analysis involved analyzing words, pictures, events, and circumstances from the collected data. The researcher read and shortened data with reference to research questions used in the questionnaire and interview. The study also applied Quantitative analysis involved numbers, features about the situation by choosing specific aspects of that situation, data was classified, counted, and used to assess and provide findings. (Saunders, et al, 2016). Later all data was analyzed and presented in descriptive statistics by using Statistical Package for Social Sciences software version 20 (SPSS) after they were coded accordingly.
3.8 Expected Results of The Study
This study is expected to add awareness about PM to the management and staff of Uvinza District council and other public sector organizations, also they will learn factors affecting  PM specifically promotion opportunities and compensation. Moreover, Uvinza management will be able to implement more measures to ensure effectiveness and efficiency in the provision of quality public service. Ministries, especially  PO-RALG and PO-PSMGG, will adapt the findings of this study for policy developments and modification. Furthermore, from researchers’ little knowledge that researches on PM specifically for the new council of Uvinza DC are few, this study will raise curiosity for other researchers to conduct more studies on PM at Uvinza and other public sector organizations to investigate more factors affecting PM.

3.9 Reliability and Validity of the Study
In this study, trustworthiness was maintained, firstly triangulation of methods was employed, which is an interview, questionnaire, and documentary review. This enabled different methods to complement each other since in research every method has its weaknesses and strengths, so they complemented the weakness to assure validity (Cohen et al., 2007). Before data collection pre-testing was done to a pilot sample of 10 employees to verify consistency or ambiguity, so identified ambiguity and repetition of questions were corrected, and finally, revision of the interview guide and questionnaires was done to suit participants. These two measures were taken to maintain the trustworthiness of the findings of the study.
CHAPTER FOUR

RESEARCH FINDINGS

4.1 Introduction

This chapter presents findings, analysis, and interpretation of the study based on the research objectives and questions as were given to the selected sample size of 51  respondents on the assessment of the impact of performance management on effectiveness of public sector service provision. Data was collected through questionnaires and interviews and analyzed and presented in descriptive statistics by using Statistical Package for Social Sciences software version 20 (SPSS) after they were coded accordingly. To present finding results factors used are, awareness about performance management and its forms, impact of promotion, and compensation on the performance of the public sector, and measures for provision of quality public service.

4.2 Demographic and Socio-Economic Characteristics of Respondents
In this section, the researcher aimed at understanding the nature and characteristics of the respondents in the study, demographic and socio-economic characteristics of the respondents includes gender, age, education level of respondent, and working experience which are presented in Table 4.1. Out of a sample of 51, the researcher succeeded to get a response from 47 employees which is 92% of the sample and the remaining did not respond despite several follow-ups and additional time given to them, so due to time constraints, the researcher continued with analysis.
4.2.1 Gender of Respondent

The aim of getting the gender of respondents was to show gender sensitivity and to value the possible contribution of both male and female, so the researcher involved both males and females for accuracy of data to be collected and assurance of the study validity in the assessment of the impact of performance management in the performance of Tanzania public sector, specifically at Uvinza District Council. The findings indicate that 35 equal to 74.5 % were male respondents and 12 equal to 25.5 % were females as shown in Table 4.1. These findings reveal the number of males respondents is higher than females which indicates that the number of male employees in employment in Uvinza is bigger than female employees.

.
4.2.2 Age of Respondent

Age is one of the important criteria in employment, this is according to the Tanzania employment policy of 2008 which indicated that employment starts at 18 years old. The researcher selected heterogeneous respondents in terms of age to minimize the risk of invalidity and it was noted that responses differ based on the maturity of the respondents and experiences. The survey results in Table 4.1 show that the majority of the respondents are between 31 to 45 years who are 31 (66.0%), followed by those aged between  46 and 60 years who accounted for 11 (23.4%). 
Moreover, respondents aged 18 to 30 years are 5 (10.6%) while the number of respondents aged above 60 years was 0 (0.0%). Therefore, the study revealed that the larger number of staff in the Uvinza District Council is aged between 31 to 45 equal to 66.0%  which indicates they have reasonable maturity and working experience to participate in PM for service delivery improvement. However, 0.0% of the respondents are above 60 years, this indicates there is no staff engaged in contract employment terms after retirement age in Uvinza District Council. 
4.2.3 Level of Education of Respondent 

The level of respondents in education is a very important factor in the data collection, this helps to analyze the knowledge and attitude of the respondents in the issues of study. The result from the study as shown in Table 4.1 indicates 30 (63.8%) respondents had Advanced Diploma or Bachelor degree education, followed by 8(17.1%) respondents who had a Masters degree. At the same time, 5(10.6%) of the respondents had a Diploma. The study further indicated that 3(6.4%) of the respondents had form four. 
Furthermore, the result showed that 1(2.1%) of respondents have a certificate with form four. The findings results of  30(63.8%) for Advanced Diploma or Bachelor degree indicated that the respondents are highly educated and have a high level of judgment and good in the decision-making process, also they have skills and knowledge of understanding and participating in PM systems to increase efficiency and effectiveness in public sector service delivery. Moreover, they are capable of understanding variables in the study to assess the impact of performance management on effectiveness of public sector service provision in Uvinza DC.

4.2.4 Working Experience of Respondent

According to the results in Table 4.1 shows that in total 83.% of the respondents (that is 19 equal to (40.4%) who indicated experience of 6-10 years and 20 equal to (42.6%) who indicated experience of above 10 years) all these had a higher experience of above five years which means they had the necessary knowledge concerning operations of the public sector to participate in PM systems as supervisors or employees of the council. 
Table 4.1: Socio-economic Characteristics of the Respondents (N = 47)
	Variable
	Variable category
	Frequency
	Valid  Percentage

	
	
	
	

	Sex
	
	
	

	
	Male
	35
	74.5

	
	Female
	12
	25.5

	Age
	
	
	

	
	18-30 Years
	5
	10.6

	
	31-45 Years
	31
	66.0

	
	46-60 Years 
	11
	23.4

	
	Above 60 Years
	0
	0.0

	Educational Level
	
	
	

	
	Form IV
	3
	6.4

	
	Certificate with IV
	1
	2.1

	
	Diploma
	5
	10.6

	
	Adv. Diploma or Bachelor degree
	30
	63.8

	
	Master Degree
	8
	17.1

	Working Experience 
	
	
	

	
	Below 1 Year
	6
	12.8

	
	1-5 Years
	19
	40.4

	
	6-10 Years 
	20
	42.6

	
	Above 10 Years
	2
	4.3

	Department of respondent
	
	
	

	
	Admin and HR
	14
	29.8

	
	Land and Natural Resource
	3
	6.4

	
	Health
	4
	8.5

	
	Planning
	2
	4.3

	
	Education
	11
	23.4

	
	Trade and Finance
	4
	8.5

	
	Procurement and Supply
	2
	4.3

	
	Community development
	2
	4.3

	
	Information and technology
	1
	2.1

	
	Agriculture
	1
	2.1

	
	Livestock and Fisheries
	2
	4.3

	
	Works
	1
	2.1


Source:  Researcher, 2020
Another group of 19 (40.4%) of respondents had an experience of 1-5 years. Also, the results show 6 (12.8%) of the respondents indicated experience of below one year, these two later groups have little to moderate experience of below one year and one year to five years, and according to Public service regulations, 2003, all employees are supposed to participate in PM systems to improve public sector performance that is why they are included in the sample. Concerning this study, all respondents managed to read,  interpret, understand, and respond to research questions about the assessment of the impact of performance management on effectiveness of public sector service provision in Uvinza DC.  

4.3 Employees Awareness on Performance Management and its Forms

The purpose of the researcher in this specific objective was to investigate how employees are aware of PM.  Respondents were asked to, and they answered the question of whether PM operates in the council, the forms or types applied in Uvinza and how it is operated, and whether PM help employees to work hard. Awareness is a sense of consciousness about something, for any positive change in the provision of quality public services employees must be aware of Performance management and its forms or types and be able to participate in PM systems which are among government initiatives to improve and provide quality service to the public. 
Mbarook (2018:39) comments that “awareness as a state of consciousness is a very significant quality that all members of a particular organization should have to make any innovation viable, the obligation remains to public sector organizations to sensitize their employees pertaining PM to make it a success. According to Bennet and Minty (Nel et al. 2014:408) emphasize on employee performance management that it is the processes and systems contributing to effective and efficient individual performance. Performance management is very important in organizations, as it facilitates strategy implementation, culture change, performance development, and improvement, as well as appropriate remuneration. 
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Figure 4.1: Distribution Percentage of Employee Awareness on PM and its Forms

Source:  Researcher, 2020
According to Figure 4.1, the findings show that all 47 (100%) respondents agreed that PM operates in Uvinza DC and mentioned types of PM mostly operated in Uvinza DC where result show 41(89.1%) indicated OPRAS is done in Uvinza, followed by 13(28.3%) who indicated Strategic planning. Also, 12(26.1%) said production of implementation reports is practiced; besides 11 (23.9%) said Feedback meetings are done as part of PM. Performance budget was mentioned by 8 (17.4%); the Succession plan as part of PM is indicated by 3(6.5%) employees, and 3 other (6.5%) said Client service charter is used as part of PM. 
The results imply that there are check and balance of power and awareness by employees and management which is more transparent in OPRAS than other forms, and OPRAS is used in day to day operation of Uvinza District Council to help make employees work hard. Furthermore, the level of employees’ awareness of the  Uvinza District Council’s performance budget,  Succession planning, Strategic planning, Client service charter, implementation reports, and feedback meetings as part of the Performance Management system is very poor.

Concerning whether PM help makes employees work hard, 45 (95.7%) said PM help make them work hard because it tracks performance throughout the year and gives feedback about how employees perform so employees correct mistakes, become motivated, and perform to their best. On the other hand, 2 (4.3%) said PM does not help employees to work hard because it is done to fulfill government requirements and they view PM systems as close supervision, they commented that employees PM make employees fear and don’t perform well. This argument also implies a shortage of awareness about PM and how it can improve performance. The public sector has to create awareness about the whole process of PM and insist more on the use of all forms of PM to attain efficiency and effectiveness in service provision.
4.4 The Impact of Promotion and Compensation on Performance of the Public Sector in Tanzania
PM has the potential to improve the performance of organizations and help in the creation of a high-performance culture in organizations including the public sector (Armstrong, et al (2020) and Morley (2016). Many factors influence employee performance hence influence public sector performance. Promotion and compensation are among the factors which influence employee performance. In the assessment of variables for the study, the researcher assessed the impact of promotion and compensation on the performance of employees in the public sector. 
Moreover in this section researcher was interested to know the response of Uvinza employees about the performance of the public sector whether it is excellent, good, average, or poor to be able to understand Uvinza employees’ views about services provided by the council to the public and employees. Also to assess if there is the improvement of public sector performance in terms of provision of quality service to verify if government initiative and resources aimed at improving public performance have yielded the intended purpose.
4.4.1 Impact of Promotion on the Performance of the Public Sector

In this study, respondents were asked to express their view about whether promotion to a higher job rank motivates and influences them to work hard for the organization. The result of the study as provided in Figure 4.2 shows that 46 (97.9%) employees agreed that promotion has a big influence on performance. Respondents explained that promotion has a positive influence to improve performance because it increases salary, reveal employer valued and recognized their contribution, so it motivates to work hard even in extra time and employees feel indebted to work more for a new post. 
Mollel et al, (2017) and Nchimbi, (2019), also revealed that promotion has been identified as an important aspect of a worker’s career mobility and life factor that affect other facets of the work and most often carrying substantial wage increase, moreover promotion has a significant impact on other job characteristics such as increased responsibilities, ultimately increase morale and effort to work hard because it encourages employees to strive to succeed more. Additionally, Mollel et al, (2017) and Nchimbi, (2019) assert that if there is no promotion employees consider quitting for another employer. Moreover, 1(2.1%)indicated that promotion does not have any influence on performance and they believe that job ranks which are attached with power and command over others are the ones that motivates to work hard.
The finding results reveal that Uvinza District Council should make its systems of deciding on promotions to be related to employees’ achievements. If all employees are getting the promotion and similar pay increases at the end of the year without taking their merits and contribution to the achievement of Uvinza District Council-wide objectives,  it leads to dissatisfaction. The promotion to employees is an important way to attract, retain and motivate personnel to go through training and development and in turn training and development enable an employee to acquire the set of skills required for promotional posts.

4.4.2 Impact of Compensation on the Performance of the Public Sector

Effective and fair compensation is expected to provide satisfaction to employees which motivates and stimulates them to work more and better for the organization (Darma & Supriyanto, 2017). Respondents were asked to provide their view on whether compensation packages received have a positive impact on employee performance and hence have an impact on the performance of the public sector.  
Findings captured and presented in Figure 4.2 show that 41 (87.2%) confirmed that the compensation package has a positive impact on performance, and claimed that it caters for living expenses so employees remain calm, happy, motivated and concentrate on the work. On the other hand, 6 (12.8%) respondents claimed that compensation does not have any influence on their work. They commented through questionnaires and interview that they understand compensation as their right so it does not motivate, but if it is not provided it demoralizes and they can’t work properly.
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Figure 4.2: Distribution Percentage of Promotion and Compensation Influencing PM

Source:  Researcher, 2020
Literature confirms that compensation has a positive effect on employee performance, that is the better and fair the compensation, the better the performance of the organization (Ramli, 2018).  Ramli (2018) go further explaining that better compensation improves employee performance to be able to improve the organization’s performance and maintain a competitive advantage. There is direct and indirect compensation; direct compensation includes basic salary, base wage adjustment, house rent, short term bonus, and long term bonuses; while indirect compensation includes safety allowance, health allowance, work tool, and working room availability, end of year gift, break time and vacation allowance (Okwudili& Edeh, 2017).

4.4.3 Management Performance Rate of Uvinza DC
The researcher aimed at obtaining respondents views on how they view and explain the performance of the Public sector at Uvinza with reference to several initiatives and reforms adopted and launched for the central purpose of overall improvement of public sector performance and the need to attain performance and results-oriented management philosophy in the public service. Respondents were asked to say whether the performance is excellent, good, average, or poor and give the reason for their comments.  
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Figure 4.3: Distribution Percentage of Management Performance 
Source:  Researcher, 2020
Response from the study presented in Figure 4.3 shows 24(51%) viewed the performance of the public sector as good, they explained reasons for this answer is the fact that most of the planned activities are accomplished yearly despite some challenges encountered. On the other hand, 19(41%) viewed performance as average, the reason provided for their answer is insufficient funds disbursement which limits to achieve all planned goals; staff are not paid their rights and dues on time and their complaints about this remain unattended, and working environment is not conducive and needs improvement.
The results are supported by  URT, 2017(p8;18&19) which shows in the financial year 2015/2016 total budget of UDC was Tshs. 33.5 billion, the amount collected or disbursed at the end of the financial year was Tshs. 15.5 billion equal to 46.3percent (46.3%). The findings revealed that 46.6% of public objectives and activities were implemented, however, 53.7% of activities were not implemented due to lack of fund, meaning that most of the community needs were not met, some of Uvinza staff rights and dues was not paid,  also unfavorable working environment still need to be improved. With Tanzania phase five of leadership (Awamu ya Tano) there more initiative on revenue collection, fund disbursement from central government and partners, a lot of public service institutions are built such as hospitals, schools, water schemes, roads, timely payment of salaries, staff offices and houses are continuing to be built, so this condition is changing to more favorable to the community and staff needs.
4.5 Measures for Provision of Quality Public Sector Service in Tanzania

The researcher wanted to find out views from employees of Uvinza about measures to ensure the best public sector performance in the form of quality public service, which is to suggest with the basis to challenges staff encounter during the implementation of public sector targets. According to Figure 4.4, there are nine factors mentioned by respondents that if implemented they enhance public sector performance to the best. 
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Figure 4.4: Distribution Percentage of Measures for Provision of Quality Public Sector Service
Source:  Researcher, 2020
The first mitigation mentioned by 89.4% of respondents is to increase salary, the second measure is the employer to appreciate for good job declared by 83%. Furthermore, 76.6% of respondents stated that the government should employ an adequate number of employees in all sectors, fourth mitigation is to improve the working environment which is supported by 68.1%, fifth mitigation pronounced by 68.1% is to provide timely payment of allowances and to promote employees on time. 
Furthermore, six mitigation suggested by 66% is cooperation, communication between management and employees, and employee involvement in council issues in meetings or any communication to make them aware of what is going on in the council. Seven suggestion is to provide staff with working tools as commented by 57.4%, while 54.3% advised on adequate and planned budget which is transparent in the use of fund and equity in the distribution to all sectors. Moreover, 61.7% mentioned a range of benefits to be provided including staff training, positive reward, positive motivation and to trust employees to let them practice their professions. 
CHAPTER FIVE

DISCUSSION OF FINDINGS

5.1 Introduction

This chapter presents a discussion of the findings by using research objectives and their corresponding research questions as well as the theoretical framework of the study. The variables presented, analyzed, and discussed include awareness about performance management and its forms, the impact of promotion and compensation on the performance of the public sector, and measures for the provision of quality public service, all regarding the public sector performance specifically at Uvinza DC.
To understand how employee’s performance affects the public sector, respondents were asked different questions that covered the four main areas as indicated in the interview guides. Furthermore, probing questions and reflections were used throughout the interview process to get detailed information and reduce some of the contradictory views. Based on their answers, the researcher was able to identify different factors that were grouped under the main themes as indicated in the analytical framework. The presentation and discussion are done in line with these themes.  Owing to the nature of this study, demographic factors such as age, level of education,experience and marital status do add nothing, and have henceforth been intentionally left out. The study immediately launches into the presentation of the findings as per the study objectives.

5.2 Employees Awareness on Performance Management in Uvinza DC
The purpose of the researcher in this specific objective was to investigate how aware employees are about performance management.  Respondents were asked to, and they answered the question of whether PM operates in the council, the forms or types applied in Uvinza and how it is operated, and whether PM help employees to work hard. Awareness is a sense of consciousness about something, for any positive change in the provision of quality public services, employees must be aware of Performance management and its forms or types and be able to participate in PM systems which are among government initiatives to improve and provide quality service to the public. 
Mbarook (2018:39) comments that “awareness as a state of consciousness is a very significant quality that all members of a particular organization should have to make any innovation viable, the obligation remains to public sector organizations to sensitize their employees pertaining PM to make it a success. According to Bennet and Minty (Nel et al. 2014:408) emphasize on employee performance management that it is the processes and systems contributing to effective and efficient individual performance. Performance management is very important in organizations as it facilitates strategy implementation, culture change, performance development, and improvement, as well as appropriate remuneration. 
According to Figure 4.1, the findings show that all 47 (100%) respondents agreed that PM operates in Uvinza DC and mentioning types of PM mostly operated in Uvinza DC where result show 41(89.1%) indicated OPRAS is done in Uvinza, followed by 13(28.3%) who indicated Strategic planning. Also, 12(26.1%) said production of implementation reports is mostly practiced; also 11 (23.9%) said Feedback meetings are done as part of PM. Performance budget was mentioned by 8 (17.4%) to show it is one of the types of PM practiced in Uvinza DC; Succession plan as part of PM is practiced as indicated by 3(6.5%) employees, and 3 other (6.5%) said Client service charter is used as part of PM. 
This implies that awareness by employees and management is more transparent in OPRAS and they use it in day to day operation of Uvinza District Council to help to make employees work hard. The performance management systems being installed at Uvinza District Council aim at having in place predictable, effective, and efficient systems for planning, implementation, monitoring, evaluation, and reporting in the public services of Tanzania. Furthermore, findings reveal the level of employees’ awareness at  Uvinza District Council on performance budget, succession planning, Strategic planning, Client service charter, implementation reports, and feedback meetings as part of the Performance Management system is very poor. Employees do not initiate them and after the documents are completed they are not provided to employees to understand and own them and work with reference to those documents. 
To succeed in the provision of quality service Public sector management should ensure all forms of PM are given equal weight in creating awareness and in practice. The overall objectives of providing awareness about all forms of PM are to: 

i. Improve the performance of local government

ii. improve accountability and responsiveness

iii. provide quality public service to the public

iv. ensure the effective and efficient use of public resources; and, 

v. provide standards for providing comparisons and benchmarking within the public service institutions in Tanzania as well as other public service institutions across the world for continuous improvement especially Uvinza District Council.

Concerning whether PM help to make them work hard, 45 (95.7%) agreed because it tracks performance throughout the year and gives feedback about how employees perform so employees correct mistakes, become motivated, and perform to their best. On the other hand, 2(4.3%) said PM does not help employees to work hard because it is done to fulfill government requirements and when there is close supervision like it is done in PM employees tend to fear and don’t perform well. This argument also implies a shortage of awareness about PM and how it can improve performance, also is an indication that employees are not involved in each stage in PM and other forms of PM rather than OPRAS.  
The public sector has to create awareness about the whole process of PM and insist more on the use of all forms of PM to attain efficiency and effectiveness in service provision. The finding study is in line with Haileselassie and Gerima (2014) who researched performance management practices and challenges in the Ethiopian management institute, they found that there was no strong link between individual, departmental and organizational goals. In addition to this, Haileselassie and Gerima (2014) concluded that there was no sufficient participation by employees at the planning stage of the planning phase, inconsistency in giving performance feedback, lack of uniformity in gathering information about employee’s performance, and absence of information technology to assist the gathering and analysis of performance-related information so effect improvement of performance in the organization under study.
5.3 The Impact of Promotion and Compensation on Performance in Uvinza DC
Several factors influence employee performance hence influence public sector performance, promotion and compensation are among the factors. On the assessment of the impact of performance management on effectiveness of public sector service provision researcher assessed the impact of promotion and compensation. Moreover, the researcher was interested to know the response of Uvinza employees about the performance of the public sector whether it is excellent, good, average, or poor to be able to understand Uvinza employees’ views about services provided by the council to the public and employees. The aim was to assess if there is a notable improvement of public sector performance in terms of provision of quality service.
5.3.1 Promotion at Uvinza DC

The promotion of public service values may curb political and bureaucratic patronage in staffing processes (Kernaghan, 2011: 5). Employees with a high level of public-service motivation or public-service ethic are more attracted and less likely to leave public service occupations and are predisposed to perform better than those with lower public-service motivation.In this study, respondents were asked to express their view about whether promotion to a higher job rank motivates and influences them to work hard for the organization. The result of the study as provided in Figure 4.2 shows that 46(97.9%) employees agreed that promotion has a big influence on performance. The results revealed that promotion system exists at Uvinza DC. However, 2.1% as a result disagreed, revealing that staff appointments and promotions are sometimes delayed because of reviews, budget constraints and supporting recommendations.
Respondents commented that promotion has a positive influence to improve performance because it increases salary, reveal employer valued and recognized their contribution, so it motivates to work hard even in extra time and employees feel indebted to work more for the new post. This is also revealed by Mollel et al, (2017) and Nchimbi, (2019), that promotion has been identified as an important aspect of a worker’s career mobility and life factor that affect other facets of the work and most often carrying substantial wage increase, moreover promotion has a significant impact on other job characteristics such as increased responsibilities, ultimately increase morale and effort to work hard because it encourages employees to strive to succeed more. 
Additionally, Mollel et al, (2017) and Nchimbi, (2019) assert that if there is no promotion employees consider quitting for another employer. This study results assure that if employees of Uvinza are promoted on time they will be satisfied and work harder for the organization. Document review of Uvinza reports (URT 2018), in the financial year 2018/2019 indicate council total budget for Personal emoluments was Tshs. 17.7. billions, at the end of the year the total amount received from the Central government was Tshs. 16. 5 billion equal to 93.6%. (URT,2018). 
Out of Tshs. 17.7 billion for PE, the budget for promotion was Tshs. 1.0 billion to promote 845 employees, they managed to promote 304 (36%), this reveals that Uvinza District Council should make a system to ensure all employees qualified for promotion get their promotion on time, moreover the council to ensure decision for promotions to employees have the basis to employees’ achievements. If all employees are getting a promotion and similar pay increases without taking their merits and contribution to the achievement of Uvinza District Council wide objectives, it leads to dissatisfaction (Nchimbi, 2019).
5.3.2 Compensation Benefits at Uvinza DC

Effective and fair compensation is expected to provide satisfaction to employees which motivates and stimulates them to work more and better for the organization (Darma & Supriyanto, 2017). Respondents were asked to provide their view on whether compensation packages received have a positive impact on the performance of Uvinza DC and hence have an impact on the performance of the public sector. Findings captured and presented in Figure 4.2 show that 41 (87.2%) confirmed that compensation packages have a positive impact on performance, they explained that it caters to life expenses so employees remain calm, happy, motivated, and concentrate on the work. 
On the other hand, 6 (12.8%) respondents claimed that compensation does not have any influence on their work. They commented through questionnaires and interview that they understand compensation as their right so it does not motivate, but if it is not provided it demoralizes and they can’t work hard. Researchers confirm that compensation has a positive effect on employee performance, that is the better and fair the compensation, the better the performance of the organization (Ramli, 2018).  Ramli (2018) go further explaining that better compensation improves employee performance to be able to improve the organization’s performance and maintain a competitive advantage. According to Okwudili& Edeh (2017), there is direct and indirect compensation; direct compensation includes basic salary, base wage adjustment, house rent, short term bonus, and long term bonuses; while indirect compensation includes safety allowance, health allowance, work tool, and working room availability, end of year gift, break time and vacation allowance. 
Uvinza reports indicate that compensation for employees is budgeted under the Personal Emoluments (PE) section. PE includes salaries and other employment benefits including salaries, Health Insurance, money for statutory deductions for retirement pensions for all employees, annual salary increments, and fund for promotions to higher ranks for entitled employees are set in the budget. For example financial year 2017/2018 council budget for PE was Tshs. 17.7. billions, at the end of the year the total amount received from the Central government was Tshs. 16. 5 billions equal to 93.6%. (URT,2017). This reveals that the public sector safeguard payment of salaries and related deductions without delay. Out of Tshs. 17.7 billion for PE, salaries was Tshs.14.8 billion, Health insurance Tshs. 447.1 million, and promotion was Tshs. 1.0 billion. 
According to URT (2018), the following benefits and rewards are budgeted, that is the fare for annual leave; end of year gift (Zawadi za wafanyakazi bora); fund for administration costs for ward offices; fund for the purchase of office tools like computers, papers, tables, chairs; food allowance for employees living with HIV; and telephone allowances and electricity allowances for Heads of departments and sections. However, respondents through Questionnaires commented that many employees' rights and dues are not paid at all, and few are paid out of time. This signifies that some amount of budget is indicated but fund collected is insufficient to pay all these benefits.
Moreover, some compensation packages are not directly indicated in the budget including house rent, short-term and long-term bonuses; safety allowance, break time, and vacation allowance. This conveys the message that these benefits are not yet included in public sector organizations' compensation packages. This result suggests that Uvinza District Council should consider and improve more on employee compensation systems to enhance performance, and ensure additional compensation packages both direct and indirect compensation, this will ensure employees’ satisfaction hence improved performance and attainment of public sector goals.

5.4 Management Performance Rate of Uvinza DC

The researcher aimed at obtaining respondents views on how they view and explain the performance of the Public sector at Uvinza with reference to several initiatives and reforms adopted and launched for the central purpose of overall improvement of public sector performance and the need to attain performance and results-oriented management philosophy in the public service. Enabling environment is provided through legal documents, that is The Constitution Of the United Republic of Tanzania, 1977; The Local Government (District Authorities) Act number 7 of 1982; The Public Service Management and Employment Policy of 1999, and The Public Service Act number. 8 of 2002, 
Uvinza DC  is also provided with grants from the central government to finance Council activities. It is from all these initiatives that Uvinza DC was supposed to have vividly exhibit the power of PM in performance improvement and specifically to provide quality and sustainable service to its people. 
Respondents were asked to say whether the performance is excellent, good, average, or poor and give the reason for their comments.  Response from the study presented in Figure 4.3 shows 24(51%) viewed the performance of the public sector as good, they explained reasons for this answer is the fact that most of the planned activities are accomplished yearly despite some challenges encountered. In the other hand, 19(41%) viewed performance as average, and reason for their answer are insufficient fund disbursement which limits achievement of all planned goals; staff are not paid their rights and dues on time and their complaints about this remain unattended, and working environment is not conducive and needs improvement. 
According to URT (2017 p8;18&19) shows in the financial year, 2015/2016 the total budget of UDC was Tshs. 33,541,359,098/=; the amount collected or disbursed at the end of the financial year was Tshs. 15,517,404,000/= equal to 46.3percent (46.3%). The results of This finding reveal there is some improvement in public sector performance as 46.6% of activities were accomplished, however, 53.7% of activities were not accomplished, meaning that most of the community needs were not met, some of Uvinza staff rights and dues not paid on time,  also unfavorable working environment still need to be improved. 
With Tanzania phase five of leadership (Awamu ya Tano) there more initiative on revenue collection, fund disbursement from central government and partners, a lot of public service institutions are built such as hospitals, schools, water schemes, roads, timely payment of salaries, staff offices and houses are continuing to be built, so this condition is changing to more favorable to the community and staff. For instance, in the financial year 2017/2018 budget was 29.8 billion, of that actual collection and disbursement, was 22.6 billion equal to 75.8% (URT, 2018:3)revealing improvement in performance in the public sector.
5.5 Measures for Provision of Quality Public Sector Service at Uvinza DC
The researcher wanted to find out views from employees of Uvinza about measures to ensure best public sector performance in the form of quality public service, which is to suggest or recommend with the basis to challenges staff encounter during the implementation of public sector targets. The aim was to obtain information from senior officers as well as other staff as feedback to the management on what should be done to increase efficiency and effectiveness in service delivery. 

Figure 4.4 shows suggestions and recommendations to mitigate challenges in the public sector service provision, as commented by staff. The first mitigation mentioned by 89.4% is to increase salary, the second measure is an employer to appreciate for good job 83%. Furthermore, 76.6% of respondents argued that the government should employ an adequate number of employees in all sectors, fourth mitigation is to improve the working environment which is supported by 68.1%, fifth mitigation suggested by 68.1% is to provide timely payment of allowances and to promote employees on time. Furthermore, six mitigation suggested by 66% is cooperation and communication between management and employees, and employee involvement in council issues in meetings or any communication to make them aware of what is going on in the council.
Seven suggestion is to provide staff with working tools as commented by 57.4%, 54.3% advised adequate and planned budget which is transparent in the use of fund and equity in the distribution to all sectors. Other factors mentioned by 61.7% include providing staff training, positive reward, and motivation, and to trust employees and allow them to practice their professions. In discussion, and for efficiency the researcher discussed in detail the three major measures which were suggested by more than 70% of respondents.
 The findings captured salary increase as the first measure suggested by 89.4% of respondents for improved performance. They argue that salary increment caters for human needs which help them to stay calm, relaxed, and focused on the work rather than thinking how to get extra money to solve personal needs. They request the public sector leaders to increase salary so that public service can be improved. According to Calvin  (2017), there is a strong and positive relationship between salary and employee performance arguing that adequate salary equitable and competitive with current market rates serve as a form of motivation that improves employee performance. 
Moreover, salary is part of compensation an employee receives in return to work or service done by employees to the organization so it has the power to provide satisfaction, hence motivate to work better and more for the employer (Okwudili & Edeh, 2017). Moreover, Riasat, Aslam, and Nisar (2016) conducted a study in ten hospitals in Gujranwala district Pakistan about intrinsic and extrinsic motivation to find out their contribution to employee satisfaction, and performance. They concluded that monetary and non-monetary rewards positively associate with employees’ job satisfaction and both have a positive effect on employee performance, so employers can use both to motivate and encourage employees to work hard for the organization. So the public sector management needs to conduct intensive research which will involve many public organizations to study more if the salary increase is very strong to motivate public sector employees like what Uvinza employees suggested.

The second measure is an employer to appreciate a good job where 83% supported it. Public sector employees explained that no system encourages the employer to appreciate good work in a manner that an employee feels valued, most of the time employees are punished for mistakes but when it comes to a good job done no one cares. In literature, appreciation and recognition are intrinsic rewards that are powerful to motivate and encourage employees to improve their performance (Abdulah, et al, 2016).  Abdulah et al,(2016) go on asserting that employees’ commitment is a function of reward and recognition, and referred a study by Robinand and Robert, (2014) in their study on “Intrinsic Motivations of Public Sector Employees: 
Evidence for Germany”, which found that in public sector employees are more motivated by intrinsic rewards than extrinsic, and employees who are motivated through intrinsic rewards are more valuable to the organization because of the very important role of intrinsic reward in motivating and raising performance. Therefore, for the public sector to provide quality service leaders must appreciate the staff for a good job done, this will empower its staff in ways in which it will maximize the impact of every individual in the organization and hence empower the public sector performance.
Another factor suggested by  76.6% of respondents recommended that the government should employ an adequate number of employees in all sectors. Through interview and questionnaire they commented that almost all departments suffer a shortage of staff, this leads to few employees to perform a job which would be performed by more than one staff, so they work overtime and no reward or allowance for this, so better to ensure there is an adequate number of staff to do and accomplish plans. In document review of Uvinza reports (URT,2017/2018 to 2019/2020: 228&230), the report indicated total available staff is 1,853 and a total shortage of staff in Uvinza is 1,645 (Education-651; Health- 654 and other sectors – 340, including Administration, Agriculture, Livestock, Works, Water, And Land). This shortage supports the suggestion of respondents that it is necessary to employ adequate numbers so that performance can be improved.
CHAPTER SIX

SUMMARY OF FINDINGS, CONCLUSION, AND RECOMMENDATIONS

6.1 Introduction

This Chapter includes summary of the findings, conclusions and recommendations of findings of the study based on the main objective of the study which was to assess the the impact of performance management on effectiveness of public sector service provision in Uvinza DC to improve its effectiveness and efficiency. Also it presents implications of the study, the limitations, recommendations, and areas for further study.
6.2 Summary of the Findings
To recap, the study main objective was to the impact of performance management on effectiveness of public sector service provision in Uvinza DC. The study was premised on three specific objectives, that is, to investigate awareness of Uvinza DC employees on Performance management and its forms, to assess the impact of promotion and compensation on the performance of the public sector at Uvinza DC, and to establish measures for provision of quality public service at Uvinza DC.
The study reviewed various pieces of literature that related to performance management systems.  The study traced the historical background of performance management systems, the kinds of performance management systems, factors influencing PMS, assessing the current environment, understanding users and their needs, measures for provision of quality public service of PMS the study used among other key concepts. More importantly, literature has demonstrated the role so far played by PMS cannot be understated to improve accountability, transparency, and resource management for efficient and effective delivery of quality services to the public.
From a theoretical point of view, the researcher employed a mixed method design where both qualitative and quantitative research design were applied. 47 respondents picked from various departments responded on questionnaire and interview. The data were analyzed using content analysis and analyzed accordingly by descriptive statistics using Statistical Package for Social Sciences software version 20 (SPSS) after they were coded accordingly. The results showed that the most prevalent PMS is individual performance appraisal in the form of OPRAS, other PMS used includes strategic and operational plans, feedback meetings, implementation reports, performance budget, and client service charter.
The study further indicated the fact that these PMS have been instrumental in ensuring that employees adhere to work ethics and have a renewed morale in performance of public goals among civil servants. There were also challenges that the study pointed out, that is limited awareness about these PMS for employees and a total lack of use of information management systems that could have helped to monitor the implementation of these PMS. Other than the case study, it is important to note that PMS has become mandatory for all government departments including Uvinza DC. After all, this is backed by policies and laws, which enforces, among other things, the implementation of PMS.  From a legal and regulatory point of view, the implementation of PMS is backed by the Public Service Employment Policy (1999), the Public Service Act (No. 8 of 2002), and Public Service Regulations (2003) with their amendments. More importantly, the application of PMS in Uvinza DC is important to create more sustained awareness among the Uvinza DC staff; they should be sensitized on the role of PMS if the government wants to witness the changes it expects for efficient and effectiveness within working places. 

6.3 Policy Implications of the Study

Effective performance management in the public service requires particular tools and ponder measures. Tanzania has made significant accomplishments in perceiving the need to guarantee that performance in the public service organizations is monitored and evaluated by utilizing various management tools and introducing them in all MDAs (Kabwe, 2011). Much as installation of the performance management tools is essential, it is additionally basic to guarantee that the performance management systems are persistently institutionalized in the public service to make ready for making and achieving a performance culture in the whole public service (Kiragu, Rugumyamheto, and Mazikana, 2006). 
A performance management culture can't be made by possibility or by revolutionary means. This culture must be made transformative by instituting a steady motivating force including strategies to direct and build up the poor-performers and also rewarding substantially and non-unmistakably the great performers in the public service. Effective performance management requires institutional and legal frameworks. However, the enactment is an important yet not adequate condition for institutionalizing the tools for overseeing performance. Both the hard (laws) and delicate measures, including guiding and preparing serious monitoring system are required to implement consistency with performance management (Bana, 2009). 

Public Service Management and Employment Policy of 1999 and the Public Service Act  No. 8 of 2002 has a major influence on the practice of PM in all public sector organizations. The two legal documents are important instruments to facilitate the creation and implementation of PM and PMS and also to ensure the sustainability of performance accountability culture in the public sector. With regard to the study findings, these two legal documents need to be reviewed to accommodate the formulation of an intensive, comprehensive, and strong legal binding system to enforce monitoring and evaluation, which will ensure all forms of performance management are given strong and equal weight in their application. Finally, and more importantly, the study has also highlighted the fact that while PMS is very critical in the public sector like Uvinza DC, Public sectors are still beset by a number of challenges such as limited usage of information management systems that would otherwise have instilled, not only discipline but also to help create accountability within the Public sector.
6.4 Conclusions

The study has heightened the majority to perceive the whole essence of PMS to be aimed at improving the efficiency and effectiveness in the public sector, especially by ensuring better service delivery.  More importantly, it is worthwhile to indicate that the study was premised on three specific objectives with the following conclusions
6.4.1 Investigating Employee Awareness on Performance Management and its Forms 
The study has highlighted the awareness by employees and management is more transparent and prevalent in OPRAS, that OPRAS is used by the majority of employees and supervisors, in the other hand findings reveal the level of employees’ awareness at  Uvinza District Council on performance budget,  succession planning, Strategic planning, Client service charter, implementation reports, and feedback meetings as part of the Performance Management system are very poor. Employees do not initiate, they do not participate in the formulation of them, and after the documents are completed they are not provided to employees to understand, own them and to work with reference to those documents. To succeed in the provision of quality service Public sector management should ensure all forms of PM are given equal weight in creating awareness and in practice. 
6.4.2 To Assess the Impact of Promotion and Compensation of the Public Sector at Uvinza DC
The study concluded that most of the respondents pointed out that public sector employees are aware of promotion or they once have been promoted. Promotion carries salary increase, new and additional responsibilities leading to feeling recognized by the employer, and attracted to continue with the employer so the organization manages to retain competent employees for maintaining competitive advantage. So it is confirmed that promotion has the power to motivate public sector employees and ultimately increase public sector efficiency and effectiveness in service provision. 
However, Uvinza District Council should make a system to ensure all employees qualified for promotion get their promotion on time, moreover to ensure decision for promotions to employees have a basis to employees’ achievements, so as to avoid dissatisfaction and decrease performance brought by promoting all employees without taking their merits and contribution to the achievement of the Council-wide objectives. OPRAS as part of PM should be used in this regard.
Moreover, the study confirmed that compensation has a positive impact on performance because it caters to life expenses hence employees remain calm, happy, motivated, and concentrate on the work. Looking Uvinza reports, URT (2018) reveals that the public sector safeguard payment of salaries, related salary deductions, and health insurance without delay, For example, financial year 2017/2018,  93.6% of salary and other benefits including annual increment, promotion, health insurance, and fund for pension were paid. However several benefits and rewards were only budgeted and not provided to employees as required, they include the fare for annual leave; end of year gift (Zawadi za wafanyakazi bora); fund for administration costs for ward offices; fund for the purchase of office tools like computers, papers, tables, chairs; food allowance for employees living with HIV; telephone allowances and electricity allowances for Heads of departments and sections. 
Moreover, other compensation packages were not directly indicated in the council budget including, short-term and long-term bonuses; safety allowance, break time and vacation allowance,this conveys the message that these benefits are not yet included in public sector organization's compensation packages. The government is urged to improve and add more on employees compensation packages to enhance performance, this will ensure employees’ satisfaction hence improved performance and attainment of public sector goals.
6.4.3 To Establish Measures for the Provision of Quality Public Service at Uvinza
Generally, there is substantial improvement in public sector undertakings as indicated by the study and specifically regarding an increase in fund disbursement.  However, there is still a work to be done to improve more on service provision. The public sector should improve more in fund collection and disbursement to LGAs to enable all planned activities to be accomplished, and all employee rights and dues to be paid on time to assure employee satisfaction, motivation, and improved performance. 
Also, the study discovered that staff suffers from lack of cooperation and involvement in council issues, inability of the employer to provide employees with rewards and incentives even the mandatory and legally binding ones, insufficient salary, lack of appreciation and recognition for a good job done, working environment not conducive including lack of sufficient office, staff house, and lack of transport to remote lower-level offices, lack of sufficient working tools, shortage of adequate staff,  and late promotions. All these need to be addressed to ensure employee satisfaction and ultimately improved quality service provision.
6.5 Policy Recommendations

Since this study aimed to assess the impact of performance management on effectiveness of public sector service provision at Uvinza District Council, it is important that if the government is to reap the full benefits to employees of using PMS, the following policy issues be taken into general consideration:

i. Other than having the policy and legal instruments entrenching these PMS, there is an urgent need by the government to deepen the training of civil servants in LGAs on performance management.
ii. There is a need by the government to put in place a serious monitoring mechanism to ensure that these PMS move beyond the lip services and become everyday practices among the civil servants;

iii. The government should use HRM systems such as automation of working and attendance lists to cut on the level of absenteeism among civil servants who only come to take salaries yet their set objectives and goals were not achieved in the first place.

6.6 Limitations of the Study

During the study, the researcher was expected to meet 51 respondents, but due to some limitations listed below only 47 respondents were covered. The main challenge experienced by the researcher was the failure of some respondents to complete the questionnaires and on time. Practically, some respondents were very busy to cooperate. However, the researcher overcome this by spending quite a considerable amount of time visiting the respondents and give them additional time, ultimately an adequate number of questionnaires were returned to make the study valid. 
Moreover, Financial constraint was another major limitation faced by the study. The researcher was sponsoring herself for the cost of research undertakings such as transportation, stationeries, and internet costs. The researcher overcomes this challenge by personally conducting the study up to 12 hours per day and use money cut from family budget.

6.7 Suggested Areas for Future Research
Since the current study was based on the impact of performance management in the performance of Tanzania public sector specifically to LGAs, it would be encouraging and worth pursuing to scale up this study to more Public sectors. The study suggests the following as possible areas for future research: 

i. Effect of the performance management system on the quality of service delivery in the Ministries.  
ii. Implementing the performance management system in the Local Government Authorities.
iii. A comparative study whether PMS to assess if it is practiced as required by legal documents, these are Strategic plan, Succession plan, Client service charter, implementation report, and performance budget.
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APPENDICES

Appendix 1: Questionnaire
Greetings, my name is Mwanamvua Hoza Mrindoko, I am a postgraduate student undertaking a Master of Human Resource Management (MHRM) at the Open University of Tanzania (OUT) since January 2019. I am conducting a study on “The impact of performance management in the performance of Tanzania public sector at Uvinza District Council”. I am grateful to request you to take part in this study. Your participation will be highly appreciated and remembered forever for my career achievement of this academic work. Kindly, I request that you fill the questionnaire by providing relevant, honesty, and sincere information. The information provided will be treated with strict confidentiality and will be used solely for this study only.
Thank you.
Part I: STAFF PERSONAL PARTICULARS:

Age………………Gender………………Education……………..……
Department………………………Designation……….. Number of years of working at Uvinza DC.....................
Part II: AWARENESS AND FORMS OF PERFORMANCE MANAGEMENT
a) What do you know about Performance management in your Council………
b) Does your organization operate Performance Management?
Tick one     YES……..
NO…………..
c) Do you use things like OPRAS, performance budget,  succession planning, Strategic planning, Client service charter, implementation reports, feedback meetings as part of the Performance Management system?
YES..............NO……..

Please mention the ones which you use in your council…………………..
d) Do you think Performance management help to make employees work hard? Tick one

YES…………. NO………….. Please explain how …………………………

Part III: FACTORS AFFECTING/ INFLUENCING PERFORMANCE MANAGEMENT

a) Do you think compensation motivates you to work hard? (compensation includes, wages, any type of allowances, benefits like housing, health insurance, etc). 
YES……NO……

b) Do you think a promotion to a higher job rank motivates you/your employees to work hard? Tick one      YES……NO……
c) How do you rate the performance of the Uvinza District Council? 
Tick one

Excellent……….Good………Average………Poor………Please explain ………
Part IV: SUGGESTION TO IMPROVE PUBLIC SECTOR PERFORMANCE 

a) What challenges do you/ your staff face in implementing public goals/objectives
…………………………………………………………………………………
b) Please provide suggestions which will help to improve the performance of  employees,  in the council 
…………………………………………………………………………………

Appendix 2: Interview guide
1. Age……..Gender…..Education level…. Department…… Designation…. Number of years at Uvinza DC.............

2. Do you know about Performance management?
3. How your organization operates Performance Management?

4. Are these techniques used in your organization OPRAS, performance budget,  succession planning, Strategic planning, Client service charter, implementation reports, feedback meetings as part of the Performance Management system?

5. Do you set performance goals/objectives for each year?
6. Do you think Performance management help to make you work hard? Please explain how 

7. Do you successfully implement all goals/objectives planned at the beginning of each financial year? Why. 
8. Does compensation affect the implementation of your goals? (compensation includes, wages, any type of allowances, benefits like housing, health insurance, etc). 
9. Does promotion to higher job rank motivate you to work hard? Please explain how
10. Please rate the performance of Uvinza DC. (Excellent, Good, Average, Poor, Please explain your answer)
11. What challenges do you are facing in implementing public goals/objectives?
12. Please provide suggestions which will help to improve the performance of employees in Uvinza DC.
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