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ABSTRACT

This study aimed at examining the effectiveness of Open Performance Review and Appraisal System in improving employee’s performance at Busega District Council in Tanzania. Specifically, the study examined the effect of openness, participation, feedback and individual accountability during implementation of OPRAS in improving employee’s performance. The study applied the explanatory research design and random sampling was used to obtain a sample size of 133 employees. The data collected were analysed using multiple linear regression. The results showed that openness and participation during implementation of OPRAS has negative effect on employee’s performance at Busega District. Besides, the findings revealed that provision of performance feedback during implementation of OPRAS significantly increases employees’ performance. Moreover, the findings revealed existence of positive but statistically insignificant effect of individual accountability on employees’ performance. Based on these results, the study concludes that, among the four features of OPRAS studied, only provision of feedback has positive and significant effect on employee’s performance at Busega district council. Thus, this study recommends that, for effective implementation of OPRAS which results into increased employee’s performance, the management of Busega district council should pay more attention on providing feedback to employees. 
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CHAPTER ONE

INTRODUCTION
1.1 Background to the Study

Reviewing and appraising employees performances is very important for the performance improvements of the organizations (Armstrong, 2011). There are different systems of reviewing and appraising employees’ performances and hence, the organizations may adopt different systems which suit its business circumstances. Open Performance Review Appraisal System (OPRAS) is one of these systems which focuses on managing, reviewing and appraising performances of employees and ascertaining eligibility of employees for rewards, sanctions or training and development measures (URT, 2013; Ntamamilo, 2016). 
The origin and development of OPRAS dates back to 19th Century and has developed through various performance appraisal movements which were organized and implemented by social reformers, engineers and specialist administrators and large corporations (Mutahaba, 2011). The latest performance appraisal movement which is cited as the root of OPRAS is the Results Based Management (RBM) which was initially practiced by the private sector organizations in managing, reviewing and rewarding their employees for performance improvement (Mutahaba, 2011). 
Following the public sector reforms among different countries across the globe, this system was adopted by the public sector organizations whereby in Tanzania it is implemented through OPRAS (Mwakanyamale, 2019; Massawe, 2019). The use of OPRAS was officiated by the Government Circular number 2 of 23rd August 2004 (URT, 2004). According to URT (2013), there are four features/elements of OPRAS which account its effectiveness in enhancing employee’s performance. These features are; openness, participation, feedback and individual accountability (URT, 2013).  
Several studies on implementation of OPRAS  in Tanzania claimed that lack of effectiveness of OPRAS in improving employee’s performance is accounted for by openness, participation, feedback and individual accountability. For instance, Swai (2009) reported that OPRAS was ineffective due to low participation of top management and lack of individual accountability.  Mayala (2009) claimed that OPRAS did not achieve its intended results due to poor participation of supervisors. Also, Mpululu (2014) reported that failure of OPRAS was caused by failure to use performance feedback in making decisions affecting employees such as promotions, training and development, salary increase and demotions that affected negatively the success of OPRAS. 
Further, Mwakibete (2015) reported that failure of OPRAS was caused by lack of provision of feedback on the performance of employees that led into the failure of OPRAS to achieve its indented results. More recently, it has been reported by Massawe (2019) that inadequate participation and lack of accountability obstructed effectiveness of OPRAS in improving employee’s performance. Mwakanyamale (2019) in particular underlined that inadequate participation was responsible for inadequate contribution of OPRAS in enhancing employee’s performance. 
Based on the above empirical evidences, openness, participation, feedback and accountability are very important factors that should be observed during implementation of OPRAS for its effectiveness in improving employees’ performance. Also, inadequate or failure to ensure openness, participation, feedback and accountability could account for ineffectiveness and even failure to OPRAS to enhance employee’s performance (Sizya, 2015; Simbamwene, 2017; Nchimbi, 2019). From this context, the researcher developed interests to carry out this study by examining effectiveness of OPRAS in improving employees’ performance specifically at Busega District Council. This study could provide quantifiable evidences to the human resource professionals, employers, policy makers and employees in the Tanzanian public sector on the effect of openness, participation, feedback and accountability in enhancing effectiveness of OPRAS and improving employees’ performance. 
1.2 Statement of the Problem
In many organizations including Busega District Council, OPRAS is designed to ensure the fulfilment of the specified objectives. It is now a popular management practice in both public and private organizations because it is seen as an essential tool and an important management technique in facilitating employee’s performance. Several studies were conducted pertaining to the implementation of OPRAS among local government authorities in Tanzania. Mpululu (2014) examined the effectiveness of OPRAS based on the variables related to users of OPRAS such as leadership style, level of trust, and level of understanding of OPRAS to examine the usefulness of OPRAS.
Mwakibete (2015) examined the effectiveness of OPRAS in performance management based on variables related to the users such as compliance with the laid down appraisal procedures, equity in rewards and adequacy of information. Lalika (2015) assessed the implementation of OPRAS for improving employee’s performance taking into account factors such as management structures, resources as well as education, experience, motivation, and position of employees. Mwakanyamale (2019) examined the use of OPRAS as a tool for improving individual accountability based on the factors related with acceptance and usage of OPRAS namely; perceived usefulness, perceived ease of use, and perceived trustworthiness so as to inform its suitability in improving individual accountability. Nchimbi (2015) explored the influence of OPRAS on employees a performance and respondents’ perception on OPRAS was used to arrive at the conclusion that OPRAS was not adequate at improving employee’s performance. Simbamwene (2017) assessed the impact of OPRAS in improving teachers’ work performance and respondents’ perceptions about OPRAS was used to establish that OPRAS played a significant role in improving teachers’ work performance. Sizya (2015) assessed the influence of OPRAS in workers’ performance in Tanzania and respondents’ perceptions were used to establish that OPRAS was a good system which helped to improve workers performance. 
Based on the earlier researches, implementation of OPRAS for improving employees’ performance among Tanzanian public organizations not yet so impressive and effect of openness, participation, feedback and individual accountability during implementation of OPRAS in improving employees’ performance was generally ignored. Even Sizya (2015), Simbamwene (2017) and Nchimbi (2019) who focused on effect of OPRAS in improving employees’ performance, they used perceptions of the respondents instead of making inferential analysis to reveal relationship existing between OPRAS and improving employees’ performance. While Sizya (2015) and Simbamwene, (2017) reported that respondents agreed that OPRAS improves employee’s performance, Nchimbi (2019) reported that respondents disagreed that OPRAS improves employees’ performance.

In order to bridge the above research gap and resolve the contradiction pertaining to the effect of OPRAS in improving employees’ performance, the current study examined the effectiveness of OPRAS in improving employees’ performance specifically focusing on openness, participation, provision of feedback and individual accountability. The findings of this study can be used to improve implementation of OPRAS for the purpose of improving employee’s performance in Tanzanian public organizations. 
1.3 Research Objectives
1.3.1 General Objective
To examine the effectiveness of OPRAS in improving employees’ performance drawing experience from Busega District Council.
1.3.2 Specific Objectives
i) To examine the effect of openness during implementation of OPRAS on employee’s performance at Busega District Council.
ii) To examine the effect of participation during implementation of OPRAS on employee’s performance at Busega District Council.
iii) To examine the effect of provision of performance feedback during implementation of OPRAS on employee’s performance at Busega District Council.
iv) To examine the effect of individual accountability during implementation of OPRAS on employee’s performance at Busega District Council.
1.4 Research Hypotheses
In order to achieve the objectives above, the study was required to test the following alternatives hypotheses

i) Openness during implementation of OPRAS has positive effect in improving performance of employees. 
ii) Participation during implementation of OPRAS has positive effect in improving performance of employees. 
iii) Provision of performance feedback during implementation of OPRAS has positive effect in improving performance of employees. 
iv) Individual accountability during implementation of OPRAS has positive effect in improving performance of employees. 
1.5 Significance of the Study
This study is helpful to the URT in the sense that it informs the extent which essential characteristics of OPRAS namely openness, participation, feedback and accountability account for the effectiveness OPRAS in improving employees’ performance. This study is also helpful to Busega District Council by providing empirical data on the significance of the four factors above during implementation of OPRAS for improving employee’s performances.
Additionally, the researchers and academicians can benefit the knowledge contributed by this study which earlier researchers did not contribute specifically, empirical evidences pertaining to effect of openness, participation, accountability and feedback during implementation of OPRAS in improving employees’ performance. 
1.6 Organization of This Dissertation
This dissertation is organized into six chapter. The first chapter provided an introduction to the study. This is followed by background to the study, statement of the problem, research objectives, research hypotheses, significance and finally, organization of this dissertation. Chapter two is about literature review. It starts with an introduction followed by definitions of key concepts and theoretical review. This is followed by empirical literature in which earlier studies on this research topic are identified, methodologies, findings and conclusions also explained. Chapter three is about research methodology. It covers research design, area of the study and the population, unit of analysis, sampling procedure and sample size, data collection methods and measurements, and data analysis techniques. Chapter four is about presentation of the findings taking into account the data obtained on the demographic characteristics of the respondents and data obtained on the four specific objectives of this study. Chapter five is about discussion of the findings. It takes into account the findings presented on each of the four specific objectives of this study. Chapter six which is the last one covers summary, conclusion and recommendations. 

CHAPTER TWO

LITERATURE REVIEW
2.1 Overview
This chapter reviews literature about Open Performance Review and Appraisal System (OPRAS). The reviewed literature include books, peer reviewed articles/journals, published papers, Government policies, guidelines and directives and online literature materials. The concepts extracted from literature are organized and presented into three major headings namely; conceptual definitions, theoretical review and empirical review.
2.2 Definitions of Study Concepts 
2.2.1 Employee Performance
Employee performance implies the execution of a particular task by employee which is measured against prescribed standards (Ntamamilo, 2016). Armstrong (2011) defined employee performance as the execution of task or job by employee in orderly manner. These definitions imply that employee performance is measurable, whether looking on certain standards or the order (rank) of particular execution. In the current study, the term employee performance was used to mean execution of tasks or activities by employees measured by time of accomplishment of the tasks/objectives
2.2.2 OPRAS

OPRAS is defined as the new, formal, and open appraisal system used to assist both employees and employers to improve performances as a long-term objective (Ntamamilo, 2016). The OPRAS extends beyond ordinary performance management systems (PMS) by ascertaining eligibility for rewards, sanction, or training and development to Government employees (URT, 2013). 
OPRAS is perceived to be a can did tool of accountability that emphasizes on the importance of participation, ownership, and transparency by involving employees in setting and implementing objectives, and monitoring and reviewing performance for future improvement (URT, 2013).
In the current study, OPRAS was considered as the system of improving the performances of employees of public organizations with an emphasis on openness, participation, feedback, and accountability.
2.2.3 Openness

Openness refers to the transparency process involving honest coming together between employees and their supervisors to discuss and agree upon performance expected of each other (URT, 2013). In his study on the influence of OPRAS on employees’ performance, Nchimbi (2019) contextualized openness as lack of concealment of the purposes, processes and outcomes of OPRAS to all participants. Based on URT (2013), lack of concealment is achieved through honest coming together between employees and their supervisors to discuss and agree upon performance expected of each other. 

In this study, the term openness is interpreted beyond the coming together between employees and supervisors. It covered also freedom of exchange of information between supervisors and employees, disclosure of information, opportunity to express complaints and their responses, dissemination of OPRAS documents, and consultation with employees.
2.2.4 Participation

Participation refers to the element in the implementation of OPRAS by involving employees in the process of setting performance objectives, performance targets and determining, assessing, and recording the progress of performance (URT, 2013). Nchimbi (2019) viewed participation as the act of sharing OPRAS activities among employees in all hierarchy levels in order to attain desired outcomes. Basically, this sharing is expected not only in setting performance objectives, performance targets and determining, assessing, and recording the progress of performance, but all during annual performance appraisal (Nchimbi, 2019)
For the context of this study, participation is used to mean the involvement of supervisors and employees in making annual performance agreements, periodic review, and during annual appraisal meeting.
2.2.5 Feedback

Feedback is defined as the act of keeping employees informed about the method and purpose of performance appraisal as well as available rewards and sanctions (URT, 2013). Based on this definition, employees are the ones who should be given feedback pertaining to  implementation of OPRAS. Sizya (2015) considered feedback as the opinions, suggestions or recommendations which employees receive in reflection to the progress they made or what they achieved in the boundaries of agreed annual performance. Based on URT (2013), these opinions, suggestion or recommendations should be in three categories, rewards for high performance, sanction for poor performance and training and development measures for performance improvement in the future.  
The above definitions consider supervisor/employer as the one to give feedback preferably, during annual appraisal meeting. In an ideal situation, feedback routine activity as employees and supervisors exchanges their needs and expectations for smooth implementation of agreed annual performance objectives 
For the current study, feedback is therefore defied as the two-way communication through which the employee’s enquiry what they need to realize performance objectives, raise their complaints to supervisors and keep them informed about progress of their performance and also, the supervisors respond to them by providing necessary and timely responses and final decisions of annual appraisals meeting. 
2.2.6 Individual accountability
Individual accountability defined as demonstration by employees that work has been conducted in accordance with agreed performance objectives and the stated targets have been achieved (Onuoraha, 2012). According to URT (2013), individual accountability simply means requiring individual employees to sign annual performance agreements and account for performance results against the agreed targets and resources allocated for each activity. 
The current study defined individual accountability as any action undertaken by supervisors against employee in response to unsatisfactory performance results such as reduction of task, demotion, command to meet deadline, withhold of any performance benefits, withhold of increment, warning letter and termination of appointment. 
2.2.7 Effectiveness of OPRAS

According to Gupta (2005) effectiveness is the extent to which a particular action achieves its intended results. When applied to OPRAS, effectiveness implied the extent which OPRAS achieves the intended purposes that is, improving performance of employees and the organization (URT, 2013).  Doody (2008) highlighted that effectiveness of a system is the responsibility of each employee in the organization. In this regard, commitment of each member of the organization to implement OPRAS determines effectiveness of OPRAS.

Meshane (2007) noted that effectiveness of the system is determined by the degree of goodness and strength of its components. Dzomira (2014) clarified that goodness of a system hence its effectiveness is determined by a number of factors making its functions as the whole. In the current study, effectiveness of OPRAS was regarded as being depended on openness, participation, feedback and individual accountability.
2.3 Relevant Theories Guiding the Study 
Theories are very important research tools which enable to understand, explain and even predict the future pattern of the phenomenon (Smit, et al., 2011). These authors by informing those theories are also useful in understanding the challenge/limitations existing within the limit of the assumptions of the particular theories (Smit, et al., 2011). This study was guided by the Results Based Management (RBM) theory to understand, explain and make predictions the effectiveness of OPRAS in improving performance of employees based on its essential characteristics namely openness, participation, accountability and feedback which account its effectiveness.
The RBM theory was advanced from Management by Objectives (MBO) developed by Peter Drucker in 1954 (Gupta, 2009). The RBM theory views that an effective system of managing and improving performances of employees is through joint participation process of defining objectives by supervisors and employees so that each employee understands what is supposed to be done and how it should be done to achieve the agreed objectives (Drucker, 1954). 

Joint participation process between supervisors and employees facilitates openness by ensuring that all employees are aware with what they are supposed to do (tasks) and how it should be done (target) thus become easier for them to influence the accountability and feedback respectively (Massawe, 2019). 
The RBM theory stresses on the need of openness when supervisors and employees come together to define performance objectives. Also, supervisors and employees must participate fully if the objectives are to be well defined and mutually agreed upon each other. Each employee is expected to execute agreed objectives in accordance with the agreed performance targets (Mwangi, 2016). Employee is required to give feedback to the supervisors any matter likely to affect performance and the supervisor is supposed to provide responses on the same. In the end, the employee should demonstrate to supervisor that the expected performance targets were attained. If not, the employee should be held accountable for the performance results (Massawe, 2019). 
The RBT faces limitation when it comes to service which are not easy to qualify. Based on Massawe (2019), it is very difficult to quantify performance results of employees in the service organizations, Busega District Council being among them.  However, researchers who used this theory to facilitate quantification of the performance results among employees in the service organization relied on subjective/convention factors such as time of accomplishments and feedbacks from beneficiaries of the services (Mwangi, 2016). 
Despite the weakness above, RBT was still appropriate to guide examination of the effectiveness of OPRAS in improving employees’ performance in the current study. The measurements of the factors were based scales used to quantify the perceptions of the respondents on factors such as openness, participation, feedback and individual accountability during implementation of OPRAS. Also, time of accomplishment of the tasks/objectives was the conventional factor used to measure performance of employees.

Further, different researchers used the RBM theory to enhance understanding of the implementation of OPRAS as a tool of improving individual accountability. For instance, Obongo and Commission (2014) used RBM theory to study implementation of performance contracts between supervisors and employees in Kenya. 
Mwangi (2016) used RBM theory to understand and predict influence of performance contracting on organizational performance in Kenya. Massawe (2019) used RBM theory to understand and analyze the contribution of performance contracting (mutual agreement, shared obligations and performance results) in improving individual accountability in Tanzanian public organizations. 
2.4 Empirical Literature
2.4.1 Relationship between Openness During Implementation of OPRAS and Employee’s Performance 
Existing researches provide pieces of evidences on the relationship between openness during implementation of OPRAS in and employee’s performance. For instance, Fredie (2015) examined the factors affecting the implementation of the performance appraisal system in Rwanda. Nyamasheke district local government was selected as the case study. The researcher employed both stratified and purposive random sampling techniques to get reliable key informants and a total of 133 respondents were used and the obtained data were analyzed quantitatively with the aid of descriptive statistics using SPSS program. 

The results showed that lack of openness affected negatively the implementation of performance appraisal which in turn led into poor performance of employees. This was because employees were no longer trusting performance appraisal system used by the organization. In order to improve implementation of performance appraisal system, it was recommended that staff performance appraisals should be done on the basis of openness to increase trust of employees in the system. Also, the researcher stressed on the need to communicate to the appraises before commencement of the appraisal so as to prepare them for effective appraisal meeting.
Mwakanyamale (2019) conducted research on OPRAS as a tool of improving individual accountability in local governments in Tanzania focusing on Kinondoni municipal council. A non-probability sampling technique specifically judgmental sampling method was used to construct samples of 100 Council’s employees. Both questionnaires and documentary review were used to gather data which was analyzed using descriptive statistics and contents analysis respectively. The researcher highlighted the potentials of openness during implementation of OPRAS in improving employees’ performance. 

Mwakibete (2015) examined the effectiveness of OPRAS in performance management in local government authorities. Ludewa district council was selected as the case study.  A descriptive design with mixed research approaches was used and the sample of 322 respondents was used. The required data was obtained using questionnaires, in-depth interviews and documentary reviews. The data was analyzed quantitatively using descriptive statistics and presentation by the use of mean values and table. The results showed that the use of OPRAS is improving employee’s performance was constrained by absence of participation between supervisors and employees. 
In the same study, it was claimed that coming together to define and agree upon the performance objectives between supervisors and employees, periodic review, and annual appraisal was rarely done. Decisions which required the use of OPRAS such as making promotion were made confidentially and were not based on OPRAS. This situation obstructed the effectiveness of OPRAS in improving the performance of health workers.
Songstand et al. (2012) conducted a study on assessing the performance enhancing tools; with the experience of OPRAS to wellbeing laborers. The study found a general hesitance towards OPRAS as wellbeing laborers didn't see OPRAS as leading to financial gains nor it gives criticism on performance work.  Bases on this study, participation during implementation of OPRAS did not show any significant effect in improving employees’ performance. 

Considering that implementation of OPRAS must be accompanied by openness between supervisors and employees (URT, 2013; Mwakibete, 2015; Fredie, 2015), the following hypothesis was developed:
H1:
Openness during implementation of OPRAS has positive effect in improving performance of employees. 
2.4.2 The Relationship between Participation During Implementation of OPRAS and Employees’ Performance
Songstad et al. (2012) conducted research project entitled “Assessing Performance Enhancing Tools: Experiences with the Open Performance Review and Appraisal System (OPRAS) and Expectations towards Payment for Performance (P4P) in Public Health Sector in Tanzania. Their research was aimed at understanding the health employee's experiences with OPRAS, their expectations towards Pay for Performance (P4P), and how those lessons learned from the OPRAS can assist in the implementation of P4P. 
The research project was based on the qualitative design and the required data were obtained through focus group discussions and in-depth interviews. Health workers evaluated OPRAS and P4P in terms of the benefits experienced or expected from complying with the tools. This research found that poor participation during implementation of OPRAS contributed largely into failure of OPRAS in improving performance of healthcare wooers.

Mwakanyamale (2019) assessed influence of OPRAS on individual performance through accountability in local governments in Tanzania focusing on Kinondoni municipal council. The researcher found that employees did not only face obstacles in the implementation of OPRAS due to inadequate participation by their supervisors, but lack of participation was responsible for failure of OPRAS to improve employees performance. The researcher suggested that for improve the performance of employees, there must be participation between employees and supervisors. 
Massawe (2019) research on the contribution of performance contracting in improving individual accountability in Tanzanian public organizations claimed that implementation of performance contracting was not yet to improve employees’ performance because supervisors did not participate fully in the OPRAS process. Failure to participate among supervisors was manifested from the beginning of OPRAS by failure to sit and agree upon annual performance objectives, failure to make mid-year progress review and also failure make annual appraisal meeting.  
Fredie (2015) report suggested that effectiveness of performance appraisal system could be increase with an  increase of active involvement (participation) of all employees in all levels. Based on his research, participation was perceived to have great effect in improving employees’ performance. 
Based on the previous studies, participation is very important for the success of OPRAS in improving employees’ performance (Songstad et al., 2012; Mwakanyamale, 2019; Massawe, 2019). Also, ensuring active participation of all employees in all levels in the implementation of OPRAS has great effect in improving employees’ performance (Fredie, 2015). In line with the findings from the previous studies, the current study hypothesized that: 
H2: Participation during implementation of OPRAS has positive effect in improving performance of employees
2.4.3 The Relationship between Provision of Performance Feedback During Implementation of OPRAS and Employee’s Performance
Provision of feedback is an important aspect of OPRAS that contribute largely in improving employees’ performance. This is because it assists supervisors to understand the matters affecting performance of employees and progress of performance. Also, provision of feedback is perceived to be very important for the OPRAS to  improving employees performance because performance feedback  provide employees with what they deserve from annual performance results, whether being considered for rewards, sanction or training and development. 
Some earlier researchers have highlighted the relationship between provision of feedback and improving employees’ performance.  Sizya (2015) assessed the influence of OPRAS in workers’ performance in Tanzania based on Misungwi District Council as a case. Both stratified random sampling and purposeful sampling methods were used to select a total of 88 respondents. Field data was analysed by means of SPSS computer software. The results showed that OPRAS is a good system which helps to improve workers performance. Based on the researcher, OPRAS could have much more positive influence on workers’ performance by provision of performance feedback and avoiding biasness. 
Mpululu (2014) which examined the effectiveness of OPRAS among public primary school teachers in Mvomero District. Respondents comprised of 20 supervisors and 120 supervisees making a total of 140. The research reported that failure to use the evaluation feedback by supervisors in decision making, contributed to ineffective implementation of OPRAS. Mpululu observed that the use of feedback in making decisions affecting employees such as promotion, training and development, salary increase and demotions could positively affect employees’ performance in the organization.  
Mwakibete (2015) report on the effectiveness of OPRAS in performance management in local government authorities at Ludewa District Council highlighted that OPRAS did not improve employee’s performance because it was faced with lack of provision of performance feedback to employees. Similar results were reported by Nchimbi (2019) in his study about implementation of OPRAS in Tanzanian Local Government Authorities specifically, at Iramba District Council. By involving a total of 88 respondents, it was found that majority of the respondents perceived that OPRAS was not adequate at improving employee’s performance due to failure to provide performance feedback. 
Fredie (2015) reported that communication was among the important factors which affected implementation of staff performances appraisal in local government authorities in Rwanda. Based on the researcher, provision of constructive performance feedback was required for improving employees’ performance.
Simbamwene (2017) reported that OPRAS plays a significant role in improving teachers work performance. However, OPRAS was perceived by teachers as positive (due to its ability to improve performance) and negative due to time and resources consuming with no positive effect in relation to teachers’ work improvement due to ineffective provision of performance feedback. The researcher was investigating the impact of OPRAS in improving teachers’ work performance in Tanzanian primary schools at Sikonge District and adopted qualitative approach and descriptive case study research design. A total of 114 respondents were selected using simple random and purposeful sampling methods. These respondents comprised teachers and officers responsible for education and administration in the district. The required data was collected using semi-structured interviews, open ended questionnaires and documentary review. 
By relying on the observations made by Mpululu (2014), Mwakibete (2015), Fredie (2015) and Simbamwene (2017), provision of performance feedback is very important for OPRAS to improve employees’ performance and hence, the current study established that: 
H3: Feedback during implementation of OPRAS has positive effect in improving performance of employees
2.4.4 The Relationship between Individual Accountability During Implementation of OPRAS and Employee’s Performance
Earlier, research by Swai (2009) reported that organization was able to improve employees’ performance by ensuring that poor performance results of all employees are linked with appropriate punitive action.
Sizya (2015) report on the assessment of influence of OPRAS in workers’ performance in Tanzania showed that OPRAS is a good system which helps to improve workers performance. Based on the researcher, in absence of poor accountability of employees, OPRAS could have more positive influence on workers’ performance. 
Mwakibete (2015) reported that lack of accountability for performance results obstructed the use of OPRAS in improving performance of employees. According to the researcher, OPRAS could be able to improve employees’ performance if employees are held individually accountable for their performance results. 
Massawe (2019) assessed the contribution of performance contracting in improving individual accountability in Tanzanian public organizations. Out of 60 employees of the organization, 59 (98%) were constituted into the samples. Both, probability and non-probability sampling techniques were used to construct the samples of 59 employees. The primary data was gathered by administering closed ended questionnaires to all 59 employees who were in the sample. Desk review was used to gather secondary data from relevant documents.
The researcher reported that majority of 48 (97.9%) respondents who signed performance contracts with their immediate supervisors were not held not held accountable for the performance results.  The researcher concluded that implementation of performance contracting was not yet to improve individual accountability because supervisors did not hold employees accountable for performance results. 
The earlier researchers demonstrated that individual accountability is very important during implementation of OPRAS.  Sizya (2015) contends that in absence of poor accountability of employees, OPRAS could have more positive influence on workers’ performance. In line with these observations, the current study developed the following hypothesis:
H4: 
Individual accountability during implementation of OPRAS has positive effect in improving performance of employees.

2.5 Research Gap
Different factors have been reported to affect the effectiveness of OPRAS in improving the performance of employees. Based on Swai (2009) OPRAS was affected by low participation and lack of individual accountability.  Also, Mayala (2009) claimed that OPRAS did not achieve its intended results due to poor participation of supervisors. According to Mpululu (2014) and Mwakibete (2015), effectiveness of OPRAS was affected by failure to use performance feedback in making decisions affecting employees such as promotions, training and development, salary increase and demotions that affected negatively the success of OPRAS. Massawe (2019) established that inadequate participation and lack of accountability obstructed the effectiveness of OPRAS in improving employee’s performance. Sizya (2015) highlighted that OPRAS could have much more positive influence on workers’ performance by provision of performance feedback. Simbamwene (2017) reported that OPRAS was perceived by teachers as positive (due to its ability to improve performance) and negative due to time and resources consuming with no positive effect in relation to teachers’ work improvement due to ineffective provision of performance feedback. Nchimbi (2019) revealed that majority of the respondents perceived that OPRAS was not adequate at improving employee’s performance due to failure to provide performance feedback. 
Unfortunately, based on the best knowledge of the researcher, the effect of openness, participation, feedback and individual accountability on employees’ performance was generally ignored. Even, Sizya (2015), Simbamwene (2017) and Nchimbi (2019) who focused on effect of OPRAS in improving employees’ performance, they used perceptions of the respondents and no inferential analysis was made to establish relationship between openness, participation, feedback and individual accountability and employees’ performance. While Sizya (2015) and Simbamwene, (2017) reported that respondents agreed that OPRAS improves employee’s performance, Nchimbi (2019) reported that respondents disagreed that OPRAS improves employee’s performance. 
In order to bridge the above research gap and resolve the contradiction pertaining to the effect of OPRAS in improving employees’ performance, the current study examined the effectiveness of OPRAS in improving employees’ performance specifically focusing on openness, participation, provision of feedback and individual accountability. 
2.6 Conceptual Framework
The study developed the conceptual framework shown by Fig.2.1 based on the assumption that improving employee’s performance by OPRAS is being dependent on openness, participation, feedback and individual accountability.
Independent Variables
Dependent Variables 

Figure 2.1: Conceptual framework
Source: Researcher(2020)
Source: Researcher (2020)
Based on the conceptual framework shown by Fig. 2.1, openness during implementation of OPRAS has positive effect in improving employees’ performance. In this relationship, study examined six dimensions of openness namely; freedom of exchange of information, timely disclosure of information, opportunity of raising complaints, provision of responses on complaints, dissemination of OPRAS documents and consultations with employees against one dimension of employees’ performance namely; accomplishment of task/objectives by employees.

Again, Fig. 2.1 shows that participation during implementation of OPRAS has positive effect in improving employees’ performance. In this relationship, the study examined three dimensions of participation namely; participation during annual performance agreement, participation during periodic review and participation during annual appraisal meetings against one dimension of employees’ performance namely; accomplishment of task/objectives by employees. 

Further, Fig. 2.1 shows that feedback during implementation of OPRAS has positive effect in improving employees’ performance. In this relationship, the study examined four dimensions of feedback namely; raising requests, enquiry and complaints by employees, responses on the requests, enquiries and complaints by employer, provision of timely information needed to improve performance progress of employees and giving employees decisions reached during annual appraisal meeting against one dimension of employees’ performance namely; accomplishment of task/objectives by employees. 
Moreover, Fig. 2.1 indicates that individual accountability during implementation of OPRAS has positive effect in improving employees’ performance. In this relationship, the study examined two dimensions of individual accountability namely; requiring employees to explain their performance results and imposing punitive actions on poor performance results against one dimension of employees’ performance namely; accomplishment of task/objectives by employees.
CHAPTER THREE

RESEARCH  METHODOLOGY
3.1 Chapter Overview
This chapter elaborates the research design, research philosophy and approach, area of the study and the study population, unit of analysis, sampling procedure and sample size, data collection method and measurements, data analysis, validity and reliability as well as ethical considerations.
3.2 Research design
The research design refers to a structure indicating how the study ought to be conducted (Krishnaswmi and Ranganatham, 2009). According to Hayes, Bonner, and Douglas (2013) research design helps the researcher to achieve goals of the study and findings of the problem under study. 
The current study used the explanatory research design which permitted intensive and detailed investigation of the problem. Also, the use of this design facilitated gathering research data that was appropriate for examining the effect of openness, participation, feedback and individual’s accountability in improving employee’s performance at the organization. 
3.3 Research Philosophy and Approach
3.3.1 Research Philosophy 
The research philosophy refers to the belief in particular way through which research data is to be gathered, analyzed and used (Henn, Weinstein and Foard, 2015). Normally, there are two research philosophies to researchers namely positivist (sometimes called scientific) and interpretivist (also known as antipositivist) (Henn et al., 2015). 

For the context of the current study, positivist philosophy was adopted based on the belief that the realities about effect of openness, participation, feedback and individual accountability was supposed to be understood without interfering implementation of OPRAS by the organization under study. 

Also, the choice of this philosophy was influenced by belief that phenomena can be isolated and observations can be repeatable (Henn et al., 2015) by manipulating the relationships existing between the four factors which account for effectiveness of OPRAS (openness, participation, feedback and individual accountability) and improving individual accountability. 
3.3.2 Research Approach 
Research approach refers to a systematic manner which the researcher wants to deal with a research problem and present the results (Simbamwene, 2017). These approaches are classified into two. A first one is qualitative approach which involves logical explanation, comparison and discussions of the behavior of the problem. Second one is quantitative approach which involves quantifying pattern of behavior exhibited by the phenomenon with the aid of mathematical computations and numerical expression (Henn et al., 2015).
The current study adopted quantitative approach and involved quantification of the perceptions of the respondents on each subject matter that was being studied by means of closed ended questions prepared in 5-points Liker scale.  Further, it involved coding and analyzing the data by making mathematical computations and numerical expressions with the aid of descriptive statistics and linear regressions. 
3.4 Area of the Study
Busega District Council was the area of this study. Selection of this organization was influenced by the fact that despite its implementation of OPRAS, but the effectiveness of OPRAS in improving employee’s performance was not yet examined by earlier researchers. Besides, the reports regarding OPRAS use by public organizations issued by the office of Controller and Auditor General (CAG) on yearly basis indicates that Busega District is not performing well (CAG, 2016, 2018; 2019). 
3.5 Study Population
The study population of this research comprised a total of 200 employees of Busega District Council’s main office. This population was made up of management members who were 22 in total, administrative and supporting staff who were 178 in total. These members of population were appropriate to this study since all of them were involved in the implementation of OPRAS and hence, they had adequate information which the study needed to achieve the four specific objectives. 
3.6 Sampling Technique
A sample is a small proportion of population selected for observations and analysis (Nchimbi, 2019). Using samples is recommended in research for different reasons such as ensuring that required data is gathered from the few members of the whole population but who act as true representative of characteristics and behavior of the population (Isaga et al., 2015).
In order to obtain the samples from the 200 employees of the Council’s main office, this study used probability sampling technique specifically simple random sampling method. This involved preparation of unified list of all 200 employees with their names and then cutting the names of each employee into small pieces of paper which were then folded and mixing thoroughly. Finally, a total of 133 pieces were picked randomly in accordance with the sample size determined in advance and all employees who were picked formed the samples of this study.

The random sampling method was suitable to ensure random distribution of the respondents of the study and also enabled to avoid biasness by giving all employees of the Council’s main office an equal chance of being selected for the study (Henn et al., 2015).
3.7 Sample Frame and Sample Size
3.7.1 Sample Frame
A sample frame refers to a list of the items or people forming a population from which a sample is taken (Henn et al., 2015). For this study, a sample frame comprised all 200 employees of Busega District Council’s main office irrespective their differences in gender, education level, occupations and work expeince because since all of them were involved in the implementation of OPRAS. 
3.7.2 Sample Size 
A sample size refers to relatively small portion of population selected for observations and analysis (Nchimbi, 2019). In order to obtain the sample size to the current study adopted Taro Yamane formula at 95% confidence level and 5% marginal error (Rutaihwa, 2018). 
By using the above formula, the sample size of 133 employees was determined. This formula is very common in quantitative researches which involve the finite population below1000 (Rutaihwa, 2018) and is represented as follows
n = N / [1+ N (e) 2]
Where ：
n
= 
required sample size; 

N 
=
Total employees in the required cadres; 

e 
= 
allowable error (%) = 5% = 0.05
Given that the total population (N) = 200 employees of Council’s main office, by substituting N into the formula the sample size (n) was obtained

n = 200/ [1+200(0.05)2] = 200 ÷ 1.5= 133
Therefore, the sample size of the study comprised a total of 133 employees of the Council’s main office.
3.8 Data Collection Method
3.8.1 Questionnaire
The questionnaire is the set of written questions given to respondents for answering on their own time (Henn et al., 2015). This study used self-administered questionnaire to collect primary data. All questions in this questionnaire were constructed basing on researcher’s understanding of the literature, theory and empirical studies pertaining to implementation of OPRAS for improving employee’s performance. This questionnaire was prepared in English language and comprised closed ended questionnaire which were constructed using 5-points Likert scale. The use of 5-points Likert scale was suitable since using the one with more points above five majorities of respondents fail to distinguish the options available (Peng et al., 2014).  

There was a total of six sections in the questionnaire and each section from one to four comprised questions designed to solicit data needed on the first, second, third and fourth objective of this study. Section five comprised questions designed for soliciting data on improvement of employees’ performance at Busega District Council. Section six which is the last one was about demographic characteristics of the respondents and comprised questions about sex, age, education level and work experience
The use of questionnaire was appropriate to this study considering that the questionnaire gave all respondents a freedom to complete the questionnaire on their free time (Henn et al., 2015) which could increase their concentration and hence provision of accurate, true and reliable answers. Also, the respondents were comparatively many, that is, 133 and hence, requiring them to complete the questionnaire was relatively cheaper than other methods such as interviews and discussions.  
3.9 Data Processing and Analysis
3.9.1 Data Processing
According to Msabila and Nalaila (2013), data processing involves explanation how you actually carried out the data collection process and which instruments you used and why. For this study, data processing involved checking all returned questionnaire to see their completeness and comprehensively which in turn assured that there was no missing data among 133 questionnaires that were distributed to respondents, only 114 were completed fully making valid response rate of 85.7%. This response rate was considered appropriate for data analysis since all response rates from 50% and above normally are appropriate for data analysis (Rutaihwa, 2018). There were no outliers in the data set which was detected using the values of standard deviations. During this test, values of standard deviation of all dataset were below 3.0. 
3.9.2 Data Analysis
Data analysis refers to the process of establishing relationships of the diverse responses provided by the samples to provide meaning and logical sense (Henn et al., 2015). 
The coded data were recorded into Microsoft Excel and then transferred into STATA program version 11 which was commanded to analyze the data quantitatively using descriptive statistics. The results were presented by using tables, total scores, and mean values. The interpretation of the response made and corresponding mean values used are as shown on Table 3.1. 
Table 3.1: Response made, mean values and interpretation
	SN
	Response made
	Mean values
	Interpretations

	1
	Very high/great
	5.0 to 3.5
	High

	2
	High/great 
	
	

	3
	Moderate 
	3.4 to 2.5
	Moderate

	4
	Low
	2.4 to 1.0
	Low

	5
	Very low
	
	


Source: Field Data (2020)

Further, the four hypotheses were tested by commanding STATA programme to analyze the data pertaining to performance improvement which was the dependent variable Y and the data on the contribution of openness, participation, feedback and accountability during implementation of OPRAS which were the independent variables O,P,F and A respectively. The multiple linear regression analysis was guided by the following equation. 
Y= α + β1O + β2P + β3F + β4A + µ

Where:

Y
=
employee’s Performance
P 
= 
Participation 
F 
= 
Feedback 

A
=
Accountability
O
= 
Openness

β1-4 = 
Coefficients

µ = 
Factors excluded from the model which have effect on employees performance
α 
= 
Constant
3.9.3 Key Assumptions of the Linear Regression Equation
The linear regression equation above relied on the assumptions that there was a positive and interdependence relationships between individual variables O, P, F and A with one variable Y. Also, it assumed that there was a certain level of improvement of employee performance irrespective the presence of variables O, P, F and A which was represented by constant term (α). 
Furthermore, it was assumed that there were some other factors which have effect in improvement of employees’ performance not included in the model. These factors were collectively represented by symbol ‘µ’. Therefore, the influence of O, P, F and A on Y was unlikely 100%.
Moreover, it was assumed that there were no outliers in the data set which could place undue influence on the model making it less representative of the data as a whole. The presence of outlier was made by crosschecking the standard deviations in the descriptive statistics. Normally, the factor is said to be outlier when has standard deviation of 3.0 or above (Henn et al., 2015). Following evaluation of standard deviations of all factors none has its standard deviation of 3.0 and above and hence, the study concluded that there were no outliers. 

3.9.4 Testing Hypotheses
In order to test the four alternative hypotheses, regression coefficients of each independent variable were evaluated using the p-values and t-values so as to establish the strength and statistical significance which individual variable make with the dependent variable at 95% confidence level and 5% degree of freedom. 

Whether to accept or reject the alternatives hypothesis depended on the p-values and t-values. If p-value < 5% or 0.05 the strengths of relationship which the independent variable makes with the dependent variable is strong/ high. If t-value > 2; the relationship which particular independent variable make with dependent variable was statistically significant. Although, when t-value has negative sign, it means that the independent variable makes no statistical significant with the dependent variable (Henn et al., 2015). Therefore, in order to accept alternative hypotheses the p-value was supposed to be <5% and while t-value was supposed to be 2 with any positive sign.
3.10 Variables Definitions, Indicators and Measurement Scale
The variables, indicators and measurements used were as shown in Table 3.2.
Table 3.2: Variables, indicators and measurement scale
	N
	Variables
	Definitions
	Indicators
	Sources
	Measurement

	1
	Openness
	… Coming together between employees and their supervisors to discuss and agree upon annual performance 
	1. Extent which employees are free to exchange information with supervisor 
2. Time in disclosing information/documents 
3. Opportunity in expressing complaints
4. Speed in responding complaints
5. Level of consultations with the employees
	URT (2013); Obongo and Commission (2014)
	Ordinal scale 

	2
	Participation
	…involvement of supervisors and employees in the whole process of OPRAS implementation 
	1. Level of involvement in setting annual performance agreement
2. Level of involvement in periodic reviews
3. Level of involvement in annual appraisal meeting
	Gupta (2009), URT (2013), Ntamamilo (2016)
	Ordinal scale 

	3
	Feedback
	… keeping employees and supervisors informed any matter constituting performance agreement and appraisal 
	1. Support in raising requests, enquiry and complaints by employees
2. Speed in responding requests, enquiries and complaints by employer
3. Time taken in informing employees’ improvement they need to improve performance 
4. Time taken in giving employees decisions reached during annual appraisal meeting
	Mayala (2009)

 Mpululu (2014);

Fredie (2014),

Mwakibete (2015) 


	Ordinal scale 

	4
	Accountability
	… any action undertaken by supervisors against employee in response to poor performance results
	1. Occasion of requiring employees to explain their performance results
2. Compliance with the guideline of imposing punitive actions on poor performance results
	URT (2003), URT (2013)
	Ordinal scale 

	5
	Employee’s Performance
	…. Improving execution of tasks measured in terms of time of attainments/accomplishment 
	1. Accomplishment of task/objectives by employees  
	URT (2013)
	Ordinal scale 


Source: Researcher (2020)
3.11 Validity and reliability

3.11.1 Validity 

Accordion to Hennet al., (2015), validity refers to generation of ‘real’, ‘rich’, and ‘deep’ data. Heale and Twycross (2015) define validity as the extent to which a concept is accurately measured in a quantitative study and reliability as the consistency of a measure. Author identified two categories of validity relevant to the current study; that is; content validity that measures the extent to which a research instrument accurately measures all aspects of a construct and the construct validity which measures the extent to which a research instrument (or tool) measures the intended construct. 
In order to ensure content and construct validity of the questionnaires, the researcher involved peers and some research experts in social science to review and provide their inputs on the accurately and construct of the questionnaire. Their opinions were used to make amendments of the concepts, variables and wording which increased validity.
3.11.2 Reliability 

Henn et al. (2015) define reliability as the generalization of ‘hard’ data that is replicable by other researchers. In other words, reliability simply means ensuring consistency of research instrument during the same study and also assurance that if the same instrument is used in other study could yield the same results. The authors contend that enabling others to check contents and constructs of the research tool and to check that the tool is appropriate or consistently applied in a professional manner, faithfully and with prime consideration of the voices of respondents increase validity and reliability respectively. 

In order to test reliability, Cronbach’s Alpha-Coefficient (α) which is very common method of testing reliability was used (Heale and Twycross, 2015). This test requires field data collected using the questionnaires to be used by research. Therefore, the study was piloted by involving 20 health employees of Busega Directs Council. In order to avoid biasness, these employees were not considered further for selection into the sample of this study. The responses they gave on series of questions in the questionnaire were coded and recorded using Microsoft Excel and finally imported into STATA standard edition 11.2 for reliability test.

Normally, the Cronbach’s α result is a number between 0 and 1. In order to accept the questionnaires, reliability scores should be at least 7.0 (70 per cent) or higher for 10 or more items in the questionnaire. However, for the items from 5 or less, the Cronbach’s α results must be < 0.5 (Heale and Twycross, 2015).

For the contents of this study, there were a total of six (6) items and hence, in the particular test Cronbach’s α results were between 0.55 (55%) and 0.59 (59%) as shown by Table 3.3. This translated that the questionnaires was reliable and suitable for data collection because all instruments tested contained items < 10 as noted by Edrack, Yin-Fah, Gharleghi, and Seng (2013) that Cronbach’s α < .7 is acceptable when total items of the tested instrument are below 10. Also, the Cronbach’s α results translates that the questionnaire could yield similar results when used over period of time by other researchers on the same subject matters. 
Table 3.3: Reliability test
	S/N
	Scale
	Cronbach's Alpha
	Items

	1
	Openness
	0.51
	6

	2
	Participation
	0.55
	4

	3
	Feedback
	0.59
	5

	4
	Accountability
	0.56
	3

	5
	Improvising employees performance
	0.55
	3


Source: Pilot data (2020). 
3.12 Ethical Consideration
There were several ethical issues which were important during accomplishment of this study. The first was that the researcher conducted the study within agreed guideline by the University and the Supervisor. Also, the researcher obtained permission for data collection and introduction letter from the University. Prior data collection, the researcher wrote a letter to request permission for data collection through the Director of the Council. Data collection followed the grant of permission. During field data collection researcher accompanied studentship’s identity card to enhance trust, confidence and cooperation which increased their willingness to devote efforts in the study by filling the questionnaire. The respondents were informed that the study was meant for academic purposes only and anonymity was maintained.  Respondents were also free to leave the data collection process at any time they wanted. 
CHAPTER FOUR

FINDINGS
4.1 Overview 
This chapter presents the findings of the study. It starts by presenting the results on demographic characteristics of the respondents and the descriptive statistics on the responses made on openness, participation, accountability and provision of feedback on employee’s performance. Finally, the chapter presents the results on the regression analysis between openness, participation, accountability and provision of feedback against employee’s performance.
4.2 Demographic Characteristics of the Respondents 
The basic characteristics of the respondents such as sex, age group, education level and work experience were considered very important to this study because, they could have impact on the accuracy, truth and relevant of the data. The results in Table 4.1 showed that all these characteristics were consistent with the results obtained by most researchers on the issues involving employees in the Tanzania organizations whereby, males occupy the largest percentage of respondents compared with females.
Also, all respondents (100%) were in the mature age (18 years and above) which is commonly used indicator of brain maturity and ability to provide reliable information. 
Table 4.1: 
Statistic of the respondents in terms of sex, age group, education level and work experience
	Basic characteristics
	Classification
	Population statistics
	Percentages

	Sex
	Males
	62
	54.4

	
	Female
	52
	45.6

	
	Total
	114
	100

	Age group
	Between 18 and 24 years
	7
	6.1

	
	Between 25 and 34 years
	42
	36.8

	
	Between 35 and 44 years
	44
	38.6

	
	Between 45 and 55 years
	17
	14.9

	
	More than 55 years
	4
	3.5

	
	Total
	114
	100.0

	Education level
	Secondary education
	8
	7.0

	
	Technician certificate
	19
	16.7

	
	Ordinary diploma
	38
	33.3

	
	University degree
	43
	37.7

	
	Master's degree
	6
	5.3

	
	Total
	114
	100.0

	Work experience 
	Less than 1 year
	7
	6.1

	
	Between 1 to 5 years
	21
	18.4

	
	Between 6 to 10 years
	39
	34.2

	
	Between 11 to 15 years 
	28
	24.6

	
	Above 15 years
	19
	16.7

	
	Total
	114
	100


Source: Field data (2020)
Further, education level of the respondents in Table 4.1 showed that majority, 43(37.7%) were the holders of Bachelor degrees followed by holders of Ordinary Diplomas 38(33.3%) respondents and Technician certificates, 19(16.7%) respondents. The other 8 (7%) respondents had Secondary education. There were also 6(5.3%) respondents who had Masters Degrees. This translated that all 114(100%) respondents were English literate which is the medium of language of instruction from Secondary education in the education system of Tanzania. This translated that they were capable to read, understand and provide accurate, true and reliable answers on the questions which were written in English language. 
Moreover, work experience of the respondents in Table 4.1 revealed that a total of 86(75.5%) respondents had work experience from 6 years and above. This comprised a total of 39(34.2%) with work experience between 6 to 10 years, 28(24.6%) respondents with work experience between 11 and 15 years and 19(16.7%) with work experience above 15 years. Considering that work experience plays crucial role in understanding of various aspects of the jobs and organization by employees, it seems that more than 75.5% respondents of the study understood OPRAS well and could provide accurate, true and reliable information about it. 
4.3 Openness During Implementation of OPRAS at Busega District Council

A total of 114 respondents provided their opinions on openness during implementation of OPRAS at the organization under study. Their opinions were gathered with respect to extent which employees were free to exchange information with their supervisors during implementation of OPRAS, time taken to disclose relevant OPRAS information/documents to employees by their supervisors/employer and opportunity of employees to express complaints related with OPRAS. Further, the opinions were required on the speed taken by supervisors/employer to respond complaints related with OPRAS, level of consultations of supervisors/employer with employees in the implementation of OPRAS and finally, the effect of openness during implementation of OPRAS in improving accomplishment of tasks/objectives by employees. A summary of results is as shown in Table 4.2.
Table 4.2: Openness during implementation of OPRAS
	S/N
	Factors
	Total scores
	Mean values

	1
	The extent which employees are free to exchange information with their supervisors during implementation of OPRAS.
	547
	4.798

	2
	Time taken by supervisors/employers to disclose relevant OPRAS information/documents to employees.
	566
	4.965

	3
	Opportunity of employees to express complaints related with OPRAS
	560
	4.912

	4
	Speed taken by supervisors/employer to respond complaints related with OPRAS.
	360
	3.158

	5
	Level of consultations of supervisors/employer with employees during the implementation of OPRAS.
	353
	3.097

	6
	Effect of openness during implementation of OPRAS in improving accomplishment of tasks/objectives assigned to employees.
	383
	3.363


Source: Field data (2020)

Based on Table 4.2, the extent which employees were free to exchange information with their supervisors during implementation of OPRAS was high with the total score and mean value of 547 and 4.798 respectively. Also, the time which was taken by supervisors/employer to disclose relevant OPRAS information/documents to employees was within a very short period, not more than a day with the total score and means value of 566 and 4.965 respectively. 
Besides, Table 4.2 reveals that the opportunity of employees to express their complaints related with OPRAS was very high with a total score and mean values of 560 and 4.912 respectively. 
The results revealed further that the speed taken by supervisors/employer to respond complaints of employees related with OPRAS and the level of consultations of supervisors/employer with employees in the implementation of OPRAS was moderate and had total scores and mean values of 360 and 3.158, and 353 and 3.097 respectively.
Based on the results in Table 4.2, the study noted that there was openness during implementation of OPRAS at Busega District Council which was marked by free exchange of OPRAS information between employees and their supervisors, disclosure of relevant OPRAS information/documents within a very short time and opportunity of employees to express their complaints related with OPRAS. 
4.4 Participation during implementation of OPRAS at Busega District Council

A total of 114 respondents provided their opinions on participation during implementation of OPRAS. Their opinions were gathered with respects to the level of involvement of supervisors and employees in setting annual performance agreement, the level of involvement of supervisors and employees in periodic review of performances, the level of involvement of supervisors and employees in annual appraisal meeting and finally, the effect of participation of supervisors and employees during OPRAS in improving task accomplishment among employees. A summary of results was as shown in Table 4.3.
According to Table 4.3, the level of involvement of supervisors and employees in setting annual performance agreement was very high with the total score of 523 and mean value 4.588. Also, the level of involvement of supervisors and employees in periodic review of performances was very weak high the total score of 567 and mean value of 4.974. 
Besides, it indicates that the level of involvement of supervisors and employees in annual appraisal meeting was very high with total score of 557 and mean value of 4.886.
Table 4.3:
Participation between supervisors and employees during implementation of OPRAS
	S/N
	Factors
	Total scores
	Mean values

	1
	Level of involvement of supervisors and employees in setting annual performance agreement.
	523
	4.588

	2
	Level of involvement of supervisors and employees in periodic review of performances.
	567
	4.974

	3
	Level of involvement of supervisors and employees in annual appraisal meeting.
	557
	4.886

	4
	Effect of participation between supervisors and employees during OPRAS in improving accomplishment of tasks/objectives assigned to employees 
	511
	4.790


Source: Field data (2020)

Based on the results in Table 4.3, the study noted that participation between supervisors and employees during implementation of OPRAS was fromsetting annual performance agreement, making periodic review of performances and making annual appraisal meeting. Also, participation between supervisors and employees during implementation of OPRAS could have a very weak negative in improving performance of employees by accomplishing their tasks/objectives in timely manner.
4.5 Provision of Performance Feedback During Implementation of OPRAS at Busega District Council

A total of 114 respondents provided their opinions on the provision of performance feedback during implementation of OPRAS. Their opinions were gathered with respect to supporting employee in raising their requests, enquiries or complaints during implementation of OPRAS, speed in responding the requests and enquiries or complaints of employee during implementation of OPRAS.

Further, the opinions were gathered on the time taken to inform employees the improvements they need to improve their performance, time taken to give employees decisions reached during annual appraisal meeting and effect of providing feedback during implementation of OPRAS in improving accomplishment of tasks/objectives assigned to employees. A summary of results were as shown in Table 4.4.
Table 4.4:  Providing performance feedback during implementation of OPRAS
	S/N
	Factors
	Total scores
	Mean values

	1
	Supporting employee in raising their requests, enquiries or complaints during implementation of OPRAS
	559
	4.904

	2
	Speed in responding the requests, enquiries or complaints of employee during implementation of OPRAS
	567
	4.974

	3
	Time taken to inform employees the improvements they need to improve their performance
	359
	3.149

	4
	Time taken to give employees decisions reached during annual appraisal meeting
	346
	3.035

	5
	Effect of providing feedback during implementation of OPRAS in improving accomplishment of tasks/objectives assigned to employees
	555
	4.868


Source: Field data (2020)

Based on the results in Table 4.4, supporting employee in raising their requests, enquiries or complaints during implementation of OPRAS at the organization under study was high with a total score of 559 and mean value 4.904. Also, the speed in responding the requests, enquiries or complaints of employee during implementation of OPRAS at the organization were high with total scores 567 and mean value 4.974. 
Besides, the results indicate that time taken to inform employees the improvements they needed to improve their performances and time taken to give employees decisions reached during annual appraisal meeting was within a moderate period which was benchmarked by more than a week. Both had total scores 359 and 346 respectively and mean values of 3.149 and 3.035 respectively. 

Further, the results show that the effect of providing feedback during implementation of OPRAS in improving accomplishment of tasks/objectives assigned to employees was high with a total score 555 and mean value 4.468. 
Based on the results portrayed by Table 4.4, the study concluded that providing feedback to employees during implementation of OPRAS at Busega District Council could have high effect in improving performance of employees based on accomplishment of tasks/objectives assigned to employees. However, this could be accounted only by supporting employee in raising their requests, enquiries or complaints during implementation of OPRAS and the speed in responding the requests, enquiries or complaints of employee during implementation of OPRAS.

The results suggest further that providing feedback to employees during implementation of OPRAS at Busega District Council could have much more effect in improving performance of employees by ensuring that the time taken to inform employees the improvements they need to improve their performance and time taken to give employees decisions reached during annual appraisal meeting took a short period which was benchmarked by 2 to 3 days.
4.6 Individual Accountability During Implementation of OPRAS at Busega District Council

A total of 114 respondents provided their opinions on the provision of performance feedback during implementation of OPRAS. Their opinions were gathered with respect to occasion of requiring employees to explain their performance results, compliance with the guideline of imposing punitive actions on poor performance results by supervisor and effect of holding employees accountable during implementation of OPRAS in improving accomplishment of tasks/objectives assigned to employees. A summary of results was as shown in Table 4.5.
Table 4.5: Individual accountability during implementation of OPRAS
	SN
	Factors 
	Total scores
	Mean values

	1
	Occasion of requiring employees to explain their performance results
	351
	3.079

	2
	Compliance with the guideline of imposing punitive actions on poor performance results by supervisors
	553
	4.851

	3
	Effect of holding employees accountable during implementation of OPRAS in improving accomplishment of tasks/objectives assigned to employees
	546
	4.790


Source: Field data (2020)
Based on the results on the occasions of requiring employees to explain their performance results, Table 4.5reveals that employees were sometimes required by supervisors/employer to explain their performance results as supported by total score 351 and mean value 3.079. 
The results inform further that the compliance with the guideline of imposing punitive actions on poor performance results by supervisors was high with a total score 553 and mean value 4.851. The overall results suggest that the effect of holding employees accountable during implementation of OPRAS in improving accomplishment of tasks/objectives assigned to employees could be very high with a total score 546 and mean value 4.790.

4.7 Effect of Openness, Participation, Feedback and Accountability On Employee’s Performance
Multiple regression analysis was conducted to establish the relationship between the four independent variables (openness, participation, feedback and accountability) and the dependent variable (employee’s performance). Table 4.6 shows the result of the relationship between these variables.
The first stage involved establishing overall opinions of respondents pertaining to the effectiveness of OPRAS in improving performance of employees which was measured by the time taken to accomplish tasks/objectives assigned to employees which had total score 480 and mean value 4.211. This indicated that OPRAS could be effective in improving performance of employees. 
During the regression analysis, the opinions of the respondents which contributed to this result were the responses of dependent variable, that is, employee’s performance.
Next stage involved overall opinions of the respondents regarding the effect of openness during implementation of OPRAS in accomplishing tasks of employees, effect of participation of supervisors and employees during OPRAS in accomplishing employee’s tasks, effect of providing feedback during implementation of OPRAS in accomplishing tasks of employees and effect of holding employees accountable during implementation of OPRAS in enhancing task accomplishment presented in Table 4.2, 4.3, 4.4 and 4.5. 
The regression coefficient of each independent variable in Table 4.6 was evaluated using the p-values and t-values to establish the strengths (confidence level of the relationship between variables) and the statistical significance of the variables respectively at 95% confidence level and 5% degree of freedom.

The standard values of testing the strengths and statistical significance of coefficients/variables using STATA program was based on the recommendation by Simon (2011) that: If t-value > 2; the coefficient of the independent variable is statistically significant, if p-value < 5%; the coefficient of the independent variable is strong and hence their high confidence that genuine relationships exists between the variables. 
Table 4.6: Multiple regression analysis results
	Source
	Sum Square (ss)
	Degree of freedom (df)
	Mean square (Ms)
	Number of obs = 114
F (4, 109) = 3.72

	Model
	  3.24192565
	4
	.810481412
	Prob > f = 0.0071

	Residual
	23.7756182
	109
	.2181124938
	R – squared   = 0.1200

Adj R-squared = 0.0877

	Total
	27.0175439
	133
	.239093308
	Root MSE = .46704

	Employee’s performance 
	Coef.
	Std. Err
	t = value
	p>/t/
	(95% conf. Interval)

	Openness
	-.138094
	.0584666
	-2.36
	0.020
	-.253973
	-.0222151

	Participation
	-1167579
	.0632063
	-1.85
	0.067
	-2420308
	.008515

	Feedback
	.1600273
	.0634166
	2.52
	0.013
	.0343376
	.285717

	Accountability
	.0122004
	.0631806
	0.19
	0.847
	-.1130216
	.1374223

	cons
	1.819997
	.1084985
	16.77
	0.000
	 1.604957
	2.035038


Dep. Variable: Employee’s performance
Ind. variables: Openness, Participation, Feedback, Accountability
Source: Field data (2020).
Based on Table 4.6, a regression coefficient for openness is -0.138094 at p-value 0.020 and t-value -2.36. This translates that openness during implementation of OPRAS has negative effect in improving employees’ performance. Also, openness during implementation of OPRAS has no statistically significant effect in improving employees’ performance. This could be due to the facts that openness increases disclosure of relevant OPRAS information/documents, expression of complaints by employees and consultations with employees which are time consuming and high cost thereby rendering OPRAS exercise ineffective (Simbamwene, 2017).  Based on these results, the alternative hypothesis which stated that openness during implementation of OPRAS has positive effect in improving performance of employees was rejected. 
Again, a regression coefficient for participation is -0.1167579 at p-value 0.067 and t-value -1.85. This translates that participation during implementation of OPRAS has negative effect in improving employees’ performance and also has no statistical effect in improving employees’ performance. Based on these results, alternative hypothesis which stated that participation during implementation of OPRAS has positive effect in improving performance of employees was rejected. 

Furthermore, a regression coefficient for feedback is 0.1600273 at p-value 0.013 and t-value 2.52. This means that providing feedback during implementation of OPRAS has a positive effect in improving employees’ performance and also has statistically significant effect in improving employees’ performance. Based on these results, the alternative hypothesis which stated that provision of performance feedback during implementation of OPRAS has positive effect in improving employee’s performance was accepted. 
Moreover, a regression coefficient for accountability is 0.0122004 at p-value 0.847 and t-value 0.19. This means that holding employees accountable for their performance results during implementation of OPRAS has a positive effect in improving employees’ performance and also statistically insignificant effect in improving employees’ performance. Based on these results, the alternative hypothesis which stated that, individual accountability during implementation of OPRAS has positive effect in improving performance of employees was accepted.
In addition, Table 4.6 reveals that the constant coefficient for effectiveness of OPRAS in improving performance of employees is 1.819997 at p-value 0.000 and t-value 16.77. This indicates that OPRAS has a very strong and statistically significant effect in improving the performance of employees even in absence of openness, participation, feedback and individual accountability. 
The strength of the entire model was evaluated using coefficient of determination (R -Square) which was 0.1200. This means that about 12% of the variability of the dependent variable (employees’ performance) is explained by the studied independent variables, namely; openness, participation, feedback and accountability. The remaining 88% of variability of the dependent variable is explained by the factors/variables which were not included in the model/study such as technology, management support and organization environment. 
Based on the current study, the effectiveness of OPRAS is largely affected by the level of openness, participation, accountability and the provision of feedback of performance results to employees. These findings led to the establishment of the model explaining the effectiveness of OPRAS in improving performance of employees as indicated below.
Y= 1.819997 - 0.138093O - 0.1167579P + 0.1600273F + 0.122004A + µ.  
Whereby, Y = Employee performance = Openness, P = Participation, F = providing feedback, A= Individual accountability and µ = other factors which account improvement of employee’s performance not included in the model/this study such as technology, management support and organization environment.

From the established equation, a unit increase in openness when other factors remain constant can decrease effectiveness of OPRAS in improving employee’s performance by 13.8093%. Also, a unit increase in participation when other factors remain constant can decrease effectiveness of OPRAS in improving employees’ performance by 11.67579%. Further     a unit increase in provision of feedback of performance results when other factors remain constant can increase effectiveness of OPRAS in improving employees’ performance by 16.00273%. Moreover, a unit increase in individual accountability other factors being constant can increase effectiveness of OPRAS in improving employees’ performance by 12.2004%.
CHAPTER FIVE
DISCUSSION OF THE FINDINGS
5.1 Chapter Overview 
This chapter makes the discussions on the research findings pertaining to the effectiveness of Open Performance Review and Appraisal System (OPRAS) in improving employee’s performance at Busega District Council. The discussions takes into account the findings obtained on the four objectives of the study which are related with the effects of openness, participation, performance feedback and individual accountability during implementation of OPRAS on employees performance. The findings are also compared with results from previous researches on the similar subject matter. 
5.2 The Relationship Between Openness During Implementation of OPRAS and Employee’s Performance
The study found that there was openness during implementation of OPRAS at Busega District Council which was marked by free exchange of OPRAS information between employees and their supervisors, disclosure of relevant OPRAS information/documents within a very short time and opportunity of employees to express their complaints related with OPRAS. 
However, openness during implementation of OPRAS had strong negative effect in improving performance of employees in terms of accomplishment of the tasks/objectives assigned to employees. 
A negative effect of openness during implementation of OPRAS can be explained by the fact that increasing openness increases disclosure of relevant OPRAS information/documents, expression of complaints by employees and consultations with employees (URT, 2013) which are time consuming and high cost thereby rendering OPRAS exercise ineffective. 
The results of the current study are in agreement with report by Simbamwene (2017) on the impact of OPRAS in improving teachers’ work performance in Tanzanian primary schools. The researcher demonstrated that OPRAS was perceived by teachers as negative due to time and resources consuming with no positive effect in relation to their work improvement. 

The results regarding the effect of openness during implementation of OPRAS in enhancing the employee’s performance in this study disapprove the reports that OPRAS could improve attainment of performance objectives of employee’s if the management increases openness in the implementation of OPRAS (Fredie, 2015; Mwakanyamale, 2019).
Moreover, the current study is in agreement with report by Nchimbi (2019) which revealed that majority of the respondents perceived that OPRAS was not adequate at improving employees’ performance. This could be because, openness during implementation of OPRAS tend to increase disclosure of relevant OPRAS information/documents, expression of complaints by employees and consultations which are time consuming and high cost and hence, failure to realize performance improvements.  
5.3 Relationship between Participation During Implementation of   OPRAS and Employee’s Performance 
The study established that participation between supervisors and employees during implementation of OPRAS was at moderate level from setting annual performance agreement, making periodic review of performances and making annual appraisal meeting. This resulted into a positive effectof participation in improving performance of employees inaccomplishing their tasks in timely manner.  

According to URT (2013) participation is very important aspect of OPRAS which brings together supervisors and their employees in the process of setting performance objectives, performance targets and determining, assessing and recording progress of performance. 
However, the regression analysis showed that participation during implementation of OPRAS has a weak negative and statistically insignificant effect in improving performance of employees at Busega district council. This was contrary with earlier researches by Fredie (2015), Massawe (2019) and Mwakanyamale (2019) which pointed out that effectiveness of OPRAS in improving performances of employees could be enhanced by ensuring high involvement of all employees in all levels. 
Also, there was disagreement with Mullins (2010) claiming that employees in most organizations perceive performance appraisals as the ticking box exercise with little or no follow-up actions. This is because; OPRAS implementation at Busega District Council was not a ticking box exercise with little or no follow-up actions. The supervisors and employees ensured that they participate throughout the process from setting annual performance objectives and agreements on the same, making periodic review and finally making annual performance review to discover good and poor performances for appropriate actions.
The results showed further disagreement with the study by Mayala (2009) which examined the factors affecting application of employees performance appraisal in public institutions in Tanzania based on Tanzania Automotive Technology Centre. Mayala reported thatimplementation of performance appraisal was not effective due to poor participation between supervisors and employees during objective setting, performance agreement and performance review. 

5.4 Relationship between Provision of Feedback During Implementation of OPRAS and Employees Performance 
Based on this study, providing feedback to employees during implementation of OPRAS at Busega District Council could have high effect in improving performance of employees based on accomplishment of tasks assigned to employees. However, this could be accounted only by supporting employee in raising their requests, enquiries or complaints during implementation of OPRAS and the speed in responding the requests, enquiries or complaints of employee during implementation of OPRAS. 
The results suggest further that providing feedback to employees during implementation of OPRAS could have much more effect in improving performance of employees by ensuring that the time taken to inform employees the improvements they need to improve their performance and time taken to give employees decisions reached during annual appraisal meeting took a short period which was benchmarked by 2 to 3 days. 
Based on the regression analysis, this study confirmed existence of very strong and statistically significant effect of providing feedback during implementation of OPRAS on performance of employees. This could be because feedback includes provision of rewards, punishments or taking training and development measures against employees for current and future improvement of their performances. 
According to URT (2013), rewards are conferred to employees obtained satisfactory annual performance results and include salary increment, bonuses, promotions, appreciation and recognition. Punishments are conferred to employees attained unsatisfactory performance results and may include demotions, withhold of performance-based benefits, withhold of salary increments, warning and even terminations of employment. Training and development measures are undertaken when employee could improve performance by obtaining certain knowledge or skills for doing the job.  
The results of this study were in agreement with the study by Sizya (2015) report on assessment of the influence of OPRAS in workers’ performance in Tanzania which established that OPRAS was a good system which helped to improve workers performance especially when feedback about their performance was to be provided in timely manner. 

Again, the current study concurs with study conducted by Mpululu (2014) which observed that if OPRAS was to be effective in managing performances of employees, the management should use OPRAS feedback in making decisions affecting employees such as promotion, training and development, salary increase, demotion or provision of salary increment. 

Also, Mwakibete (2015) highlights that the effectiveness of OPRAS in performance management in local government authorities at Ludewa District Council could increase with the provision of feedback to employees pertaining to their performance results. 
Similar results were reported further by Fredie (2015) that communication was among the important factors which affected implementation of staff performances appraisal in local government authorities in Rwanda. Constructive feedback was required for improving performance appraisal. 
Also, Mayala (2009) in his study on the factors affecting application of employee performances appraisal in public institutions in Tanzania, commended that the public organization needed clear communication of the results of performances of employees for effectiveness of performance appraisals.
Based on Swai (2009) report on factors affecting the effectiveness of performance appraisal function at Tanzania Electric Supply Company, it was also suggested that the company should improve effectiveness of performances appraisal by ensuring that the system embraces proper communication channels for provision and receiving feedback.
5.5 The Relationship Between Individual Accountability During Implementation of OPRAS and employees performance
This study found that employees were sometimes required by supervisors to explain their performance results. Also, compliance with the guideline of imposing punitive actions on poor performance results by supervisors was high. The overall results suggested that the effect of holding employees accountable during implementation of OPRAS in improving accomplishment of tasks assigned to employees was high. 
However, regression analysis on the relationship between individual accountability and employee’s performance confirmed that holding employees accountable for their performance results during implementation of OPRAS has weak positive and statistically insignificant effect in improving performance of employees. These results concurred with earlier research by Sizya (2015) which found that implementation OPRAS especially when employees are accountable for their performances was a good system which helped to improve workers’ performance. The results of this study were in disagreement with Swai (2009) who viewed that Tanzania Electric Supply Company could increase effectiveness of performance appraisal by ensuring that each performance results is linked with appropriate action which include holding poor performers accountable. 
Further, the findings deviated from Mwakibete (2015) which reported that lack of accountability for performance results obstructed the use of OPRAS in improving performance of employees. This supports that holding employees accountable during implementation of OPRAS could have high effect in improving accomplishment of tasks assigned to employees.
Failure of supervisors to require employees to explain their performance results was also reported by Massawe (2019) based on the Public Service Recruitment Secretariat of Tanzania. In his report, Massawe reported that majorities of employees (73.5%) agreed that they were not called by supervisors to review and explain their performance periodically. 
Unlike the views by Massawe (2019) that OPRAS could be more effective in improving performance of employees if employees were frequently required by their supervisors to explain their performance results; the current study viewed that OPRAS could still improve employee’s performance without too much emphasize on holding individual accountable for performance results provided that employees were given timely feedback pertaining to their performance. 
CHAPTER SIX

CONCLUSION AND RECOMMENDATIONS
6.1 Chapter overview

This chapter provides the conclusion and recommendation for this study which examined the effectiveness of Open Performance Review and Appraisal System on performance of employees.
6.2 Conclusion

6.2.1 Effect of Openness During Implementation of OPRAS in Improving Performance Of Employees
The study concluded that openness during implementation of OPRAS at Busega district council involved freedom of exchanging OPRAS information between employees and supervisors, promptness of supervisors to disclosee relevant OPRAS information/documents to employees and high opportunity of employees to express their complaints related with OPRAS. Despite this the regression analysis revealed that openness has negative effect in improving employees’ performance. Hence this, study concludes that, openness does not improve employee’s performance at the studied district council. 
6.2.2 Effect of Participation During Implementation of OPRAS in Improving Performance Of Employees
The study found that there was a high participation of supervisors with employees during the whole process of implementation of OPRAS at Busega district council, from setting annual performance objectives, making periodic review and during annual appraisal meeting. However, results from the multiple regression analysis revealed that participation of employee’s during implementation of OPRAS has a week positive and statistically insignificant effect in improving performance of employees. Thus, this study concludes that participation during OPRAS has no effect in improving employee’s performance at Busega district council. In other words, participation is not the predictor of employee’s performance at Busega district council. 
6.2.3 Effect of Provision of Performance Feedback During Implementation of OPRAS on Performance Of Employees at Busega District Council
The study concludes that there was provision of performance feedback during implementation of OPRAS at Busega District Council. This involved ensuring high support to employees in raising their requests, enquiries or complaints during implementation of OPRAS and promptness in responding the requests, enquiries or complaints of employee during implementation of OPRAS. 

Thus, the current study concludes that providing feedback during implementation of OPRAS has a very positive and statistically significant effect in improving performance of employees. It can be said that, feedback during OPRAS is very important for enhancing employee’s performance at Busega district council. 
6.2.4 Effect of Individual Accountability During Implementation of OPRAS on Performance of Employees
The study concluded that there was individual accountability during implementation of OPRAS at Busega District Council which involved high compliance with the guideline of imposing punitive actions on poor performance results by supervisors and requiring employees to explain their performance results. However, based on the regression analysis results, the study concludes that holding individuals accountable for their performance results has a very weak positive and statistically insignificant effect in improving performance of employees. In other words, holding individuals accountable does not have significant impact on employee’s performance. 
6.3 Recommendations

In order to increase the effectiveness of OPRAS in improving performance of employees, the study recommended that the focus of the management at Busega District Council should be on the provision of feedback of performance results to employees. The feedback of the results should be given timely to all employees and must be compliant with appropriate rewards, punishment or training and development measures stipulated by relevant OPRAS documents. 
It is also recommended that, the Busega district council management have to make a task force which will review the way OPRAS is being done so as to create an environment for other three features of OPRAS (Openness, participation and accountability) contributes positively to employee’s performance. 

On the other hand, this study recommends that regular seminars and trainings on the OPRAS should be given to employees to enhance their understanding about OPRAS so as to enable them to act accordingly. 
6.4 Limitations and Areas for Further Researches
This study was conducted in one public organization of Tanzania whilst OPRAS is implemented by all public organizations across the country in managing performances of employees. Therefore, the researcher would suggest further studies on this research topic in other public organizations of Tanzania. 
Also, the researcher would suggest further studies to explore the factors which account for 88% of the variability of the effectiveness of OPRAS in improving employees’ performance at Busega District Council apart from openness, participation, feedback and accountability. 
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SECTION ONE: OPENNESS DURING IMPLEMENTATION OF OPRAS AT BUSEGA DISTRICT COUNCIL
1. What is your opinion on the extent to which employees are free to exchange information with supervisor?
Very great extent





[…]

Great extent





[…]

Moderate 






[…] 

Low 






[…]

Very low






[…]

2. What is your opinion regarding time taken in disclosing relevant OPRAS information/documents by supervisors/employer?

Within a very short period, not more than a day

[…]
Within a short period, it may take 2 to 3 days 

[…]
Within a moderate period, it may take a week

[…]
Within a long period, it may take a 2 to 3 weeks 

[…]
Within a very long time, it may take I month and more
[…]
3. What is your opinion regarding opportunity in expressing complaints during implementation of OPRAS?

Very great






[…]

Great






[…]

Moderate 






[…] 

Limited






[…]

Very limited 





 […]

4. What is your opinion on the speed taken by supervisor/employer in responding complaints during implementation of OPRAS?

Very high 






[…]

High 






[…]

Moderate 






[…] 

Slow






[…]

Very slow






[…]

5. What is your opinion regarding the level of consultations between the supervisors and the employees during implementation of OPRAS?
Very high 






[…]

High 






[…]

Moderate 






[…] 

Slow






[…]

Very slow






[…]
6. Overall, what is your opinion regarding the effect of openness during implementation of OPRAS in improving task accomplishment among employees?

Very great 






[…]

Great 






[…]

Moderate 






[…] 

Low






[…]

Very low






[…]

SECTION TWO:
PARTICIPATION OF SUPERVISORS AND EMPLOYEES DURING IMPLEMENTATION OF OPRAS AT BUSEGA DISTRICT COUNCIL
Kindly provide your opinion besides each of the following statements by ticking
 (() in the appropriate boxes
	S/N
	Items 
	Very high
	High
	Moderate
	low
	Very low

	7. 
	What is the level of involvement by supervisor and employees in setting annual performance agreement?
	
	
	
	
	

	8. 
	What is the level of involvement by supervisors and employees in periodic review? 
	
	
	
	
	

	9. 
	What is the level of involvement by supervisors and employees in annual appraisal meeting? 
	
	
	
	
	

	10. 
	Overall, what is the effect of participation of supervisors and employees during OPRAS in improving task accomplishment among employees? 
	
	
	
	
	


SECTION THREE:
PROVISION OF PERFORMANCE FEEDBACK DURING IMPLEMENTATION OF OPRAS AT BUSEGA DISTRICT COUNCIL
11. What is your opinion in the support by supervisor to employee in raising requests, enquiries or complaints during implementation of OPRAS?

Very high 






[…]

High 






[…]

Moderate 






[…] 

Low






[…]

Very low






[…]

12. What is your opinion regarding the speed of supervisor in responding requests, enquiries or complaints of employee during implementation of OPRAS?

Very high 






[…]

High 






[…]

Moderate 






[…] 

Slow






[…]

Very slow






[…]

13. What is your opinion regarding time taken by supervisor to inform employee’s improvements they need to improve performance?

Within a very short period, not more than a day

[…]

Within a short period, it may take 2 to 3 days 

[…]

Within a moderate period, it may take a week

[…]

Within a long period, it may take a 2 to 3 weeks 

[…]

Within a very long time, it may take I month and more
[…]

14. What is your opinion regarding time taken by supervisor in giving employees decisions reached during annual appraisal meeting?
Within a very short period, not more than a day

[…]

Within a short period, it may take 2 to 3 days 

[…]

Within a moderate period, it may take a week

[…]

Within a long period, it may take a 2 to 3 weeks 

[…]

Within a very long time, it may take I month and more
[…]

15. Overall, what is your opinion regarding the effect of providing feedback during implementation of OPRAS in improving task accomplishment among employees?

Very great 






[…]

Great 






[…]

Moderate 






[…] 

Low






[…]

Very low






[…]

SECTION FOUR:
INDIVIDUAL ACCOUNTABILITY DURING IMPLEMENTATION OF OPRAS AT BUSEGA DISTRICT COUNCIL
16. What is your opinion regarding occasion of requiring employees to explain their performance results?

Almost always 





[…]

Frequently






[…]

Sometimes






[…] 

Occasionally 





[…]

Hardly ever





[…]

Hardly ever Occasionally Sometimes Frequently Almost always
17. What is your opinion regarding compliance with the guideline of imposing punitive actions on poor performance results by supervisor? 

Very high 






[…]

High 






[…]

Moderate 






[…] 

Low






[…]

Very low






[…]

18. Overall, what is your opinion regarding the effect of holding employees accountable during implementation of OPRAS in improving task accomplishment?

Very great 






[…]

Great 






[…]

Moderate 






[…] 

Low






[…]

Very low






[…]

SECTION FIVE: PERFORMANCE OF EMPLOYEES

19. What is your opinion regarding attainment of annual agreed objectives by employees?
Very much above average 



[…]

Above average 





[…]

Average






[…] 

Below average





[…]

Very much below average



[…]

20. What is your opinion regarding using OPRAS in enhancing attainments of the tasks/objectives assigned to employees by supervisor? 
Very effective




[…]

Effective





[…]

Moderate 





[…]

Ineffective 




[…]

Very ineffective 




[…]
SECTION SIX: BACKGROUND INFORMATION OF THE RESPONDENTS
[Tick (() in the appropriate box]
21. What is your sex?

Male 




[…] 

Female 




[…]

22. What is your age group?

18 to 24 years 



[…] 

25 to 34 years 



[…] 

35 to 44 




[…] 

45 to 55 years 



[…] 

More than 55 years 


[…]

23. What is your education level?

Secondary education 


[…] 

Technician certificate 


[…] 

Ordinary diploma



[…] 

University Degree 


[…] 

Master’s degree 



[…] 

PhD 




[…]

24. Please mention your job title below

25. For how long you have been working for Busega Distinct Council? 

Less than 1 year


[…] 

Between 1 and 5 years 

[…] 

Between 6 and 10 years 

[…] 

Between 11 and 15 years 

[…] 

Above 15 years 


[…] 

………………………………………THE END……………………………………...
Openness


Freedom of exchange of information


Timely disclosure of information


Opportunity of raising complaints


Provision of responses on complaints


Dissemination of OPRAS documents


Consultations with employees





Participation


During annual performance agreement


During periodic review


During annual appraisal meetings





Feedback


Raising requests, enquiry and complaints by employees


Responses on the requests, enquiries and complaints by employer


Provision of timely information needed to improve performance progress of employees


Giving employees decisions reached during annual appraisal meeting








Accountability 


Requiring employees to explain their performance results


Imposing punitive actions on poor performance results 





Employee’s performance


Accomplishment of task/objectives by employees  









