iv

EFFECTS OF OPRAS ON TEACHERS’ PERFORMANCE AT NZEGA DISTRICT COUNCIL IN TABORA REGION

ANDREW MABALA

A DISSERTATION SUBMITTED IN PARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE DEGREE OF THE MASTER HUMAN RESOURCES MANAGEMENT (MHRM) 

DEPARTMENT OF LEADERSHIP AND GOVERNANCE
OF THE OPEN UNIVERSITY OF TANZANIA
2021

1 CERTIFICATION

The undersigned certifies that she has read and here by recommends for acceptance by The Open University of Tanzania a dissertation entitled; “Effects of OPRAS on Teachers’ Performance at Nzega District Council in Tabora Region” in partial fulfillment of the requirements for the award of Degree of Masters in Human Resources Management (MHRM).
……………………………

Dr. Nasra Kara 
(Supervisor)
……………………………

Date

2 DECLARATION

I, Andrew Mabala, declare that, the work presented in this dissertation is original.  It has never been presented to any other University or Institution.  Where other people’s works have been used, references have been provided.  It is in this regard that I declare this work as originally mine.  It is hereby presented in partial fulfillment of the requirement for the Degree of the Masters Degree in Human Resources Management (MHRM)).

………………………………….

Signature

………………………………..

Date

3 COPYRIGHT

No part of this Dissertation may be reproduced, stored in any retrieval system, or transmitted in any form by any means, electronic, mechanical, photocopying, recording or otherwise without prior written permission of the author or The Open University of Tanzania in that behalf.

4 DEDICATION

I dedicate my research thesis to my beloved parents, Mr. Denis Chacha and Miss Clesencia Kafumu, my wife Enelise Tweve and my children Clesencia A. Mabala and Johnson A. Mabala for their tender care as they are the most important people in my life.

5 ACKNOWLEDGEMENT

This work was not only a product of my  hard work; I am therefore prompt with courtesy to acknowledge the following; Firstly beforehand is the Almighty God the creator of the Universe and all Mankind for his endless love, good health, and strength with the guidance he has given me throughout the time of my research work. , for Him, I have done it again

Specially, I am thankful to my supervisor Dr. Nasra Kara who tirelessly advised me to make sure that I collect relevant data for my research, and guidance throughout the process of this Research. I would like to extend my appreciation to the education officers and teachers at Nzega District Council for their advice and assistance, excellent response for my questionnaires, and valuable contribution that made this report a success. 

Lastly but equally important, I would like to express my sincere thanks to my sister Dr. Loyce M Mtima, my friends Paschal Kilagula, Denis Gombeye, Mr and Mrs Daniel Mwakalobo, and relatives for their natural and true love that gave me a reason to keep on living and their contribution in one way or another that make my report a success.

ABSTRACT
The study assessed effects of OPRAS on teachers’ performance. This study was conducted at Nzega district council in Tabora region. The specific objectives were; to identify factors affecting the implementation of OPRAS, to assess factors affecting the performance of teachers’, to analyse the relationship between OPRAS and teachers performance. The study employed purposive sampling technique to draw a sample of 150 respondents, whereby 10 field teachers, 10 head teachers, 2 district education officers, 1 chief district inspection officer, 1  district assistant secretary TSC, and 126 teachers . Performance improvement theory was used; questionnaires with closed ended questions were used. Data analyses used were descriptive and correlation methods. Results showed that, limited employment involvement in introduction of OPRAS, poor setting of targets, limited funds, poor management, biasness from supervisors, and late feedbacks after reviews highly influence teacher’s performance. The results also indicated that organizational, managerial, systemic factors, general professional competencies, students’ readiness level and teachers’ mastery of course content were reported to have moderate impacts on teachers’ job performance. The correlation coefficient also shows that in a sample of 150 respondents, there was relationship between OPRAS and teachers performance. Lastly researcher recommended that, future research should focus on employees who are working in government offices to see whether similar findings can be derived.
Keywords: OPRAS Implementation, Employee performance, performance appraisal, Nzega District council.
6 TABLE OF CONTENTS

ii CERTIFICATION

 DECLARATION
iii
 COPYRIGHT
iv
 DEDICATION
v
 ACKNOWLEDGEMENT
vi
 TABLE OF CONTENTS
viii
 LIST OF TABLES
xiii
LIST OF FIGURE
xiv
 CHAPTER ONE
1
 INTRODUCTION AND BACKGROUND INFORMATION
1
 1.1 
Introduction
1
 1.2 
Background Information
1
 1.3 
Statement of the Problem
6
 1.4 
Objectives of the Study
8
 1.4.1 
General Objective
8
 1.4.2 
Specific Objectives
8
 1.5 
Research Questions
8
 1.6 
Significance of the Research
8
 1.7 
Rationale of the Study
9
 1.8 
Chapter Overview
10
 CHAPTER TWO
11
 LITERATURE REVIEW
11
 2.1 
Introduction
11
 2.2 
Definition of Key Terms
11
 2.2.1 
Performance
11
 2.2.2 
Performance Management
11
 2.2.3 
Performance Management System (PMS)
12
 2.2.4 
Appraisal
12
 2.2.5 
Review
13
 2.2.6 
Performance Appraisal (PA)
14
 2.2.7 
Open Performance Appraisal and Review System (OPRAS)
14
 2.3 
Theoretical Literature
15
 2.3.1 
Theory of Performance Improvement by Gilbert (1978)
15
 2.3.2 
Justification of Performance Improvement Theory
16
 2.4 
Empirical Literature Review
16
 2.4.1 
Factors affecting the Implementation of OPRAS
16
 2.4.2 
Factors Affecting the Performance of Teachers’ in Schools
18
 2.4.3 
Relationship between OPRAS and Teachers Performance
20
 2.5 
Research Gap
22
 2.6 
Conceptual Framework
23
2.7 
Chapter Overview
23
CHAPTER THREE
25
RESEARCH METHODOLOGY
25
3.1 
Introduction
25
3.2 
Research Philosophy
25
3.3 
Research Design
25
3.4 
Scope of the Study
26
 3.5 
Population
27
 3.6 
Sampling Technique
27
 3.6.1 
Purposive Sampling
27
 3.6.2 
Sample Size
28
 3.7 
Methods of Data Collection
29
 3.7.1 
Interview
29
 3.7.2 
Documentary Review
29
 3.7.3 
Questionnaire
29
 3.8 
Measurement of Variables
30
 3.9
Data Analysis
31
 3.9.1 
Reliability of the Instruments
31
 3.9.2 
Validity
31
 3.9.3 
Data Analysis Techniques
32
3.10 
Ethical Consideration
33
CHAPTER FOUR
34
PRESENTATION AND INTERPRETATION OF RESEARCH FINDINGS
34
4.1 
Introduction
34
4.2 
Respondent Rate
34
4.3 
Description of General Characteristics of the Respondents
34
4.3.1 
Gender Distribution
34
4.3.2 
Education Distribution
35
4.3.3 
Marital Status
35
4.3.4 
Age
35
4.3.5 
Work Experience
35
4.4 V
alidity and Reliability
36
 4.5 
Factors affecting the Implementation of OPRAS
37
4.6 
Factors affecting the Performance of Teachers’
39
 4.6.1 
Factors Increasing Teacher Performance
39
4.6.2 
Factors Decreasing Teacher Performance
40
4.7 
Relationship between OPRAS and Teachers Performance
42
CHAPTER FIVE
46
DISCUSSION OF FINDINGS
46
 5.1 
Introduction
46
 5.2 
Factors affecting the implementation of OPRAS
46
 5.2.1 
Limited Employees Involvement in Introduction of OPRAS
46
 5.2.2 
Poor setting of Targets
47
 5.3.3 
Limited Funds
48
 5.3.4 
Poor Management
48
 5.3.5 
Biasness from Supervisors
49
 5.3.6 
Late Feedbacks after Reviews
49
 5.4 Factors affecting the Performance of Teachers’
50
 5.4.1 
Factors Increasing Teacher Performance
50
 5.4.2 
Factors Decreasing Teacher Performance
52
 5.5 
Relationship between OPRAS and Teachers Performance
53
 CHAPTER SIX
56
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
56
 6.1 
Introduction
56
 6.2 
Summary of the Study
56
 6.2.1 
Factors affecting the implementation of OPRAS at Nzega District                  Council
56
 6.2.2 
Factors affecting the Performance of Teachers’ in Nzega District                   Council
56
 6.2.3 
Relationship between OPRAS and Teachers Performance at Nzega                 District Council
57
 6.3 
Implication of the Study
57
6.3.1 
Implication for Policy Makers
57
6.3.2 
Implication for the Industry
58
 6.4 
Conclusions
58
 6.5 
Recommendations
60
 6.6 
Limitations of the Study
60
 REFERENCES
62
APPENDICES
69


7 LIST OF TABLES
36Table 4.1: Description of General Characteristics of the Respondents


39Table 4.2 Factors affecting the Implementation of OPRAS


40Table 4.3 Factors increasing Teacher Performance


41Table 4.4 Factors Decreasing Teacher Performance


44Table 4.5: Coefficient of Correlation




LIST OF FIGURE

23Figure 2.1: Conceptual Framework




8 CHAPTER ONE

9 INTRODUCTION AND BACKGROUND INFORMATION

10 1.1 Introduction

This chapter covers the background information, statement of the problem, research objective and research questions. The chapter further highlights the significance of the study briefly and clarifies the scope of the study. It also discusses the rationale of the study and finally gives the chapter overview.

11 1.2 Background Information

The discourse of teachers’ performance in education sector has been a critical agenda at global scale. Any profession work in an organisation requires scrutiny from others, same to teaching profession work, it needs intensive appraisal of an individual work as the way forward to examine its efficiency and gaps for improvement (Fredie, 2015). Based on this notion, both developed and developing countries undergo restructuring of this sector in order to improve effectiveness and performance of their human resources particularly teachers (Karugaba, 2015). This situation has been influenced by constrain hindering enhancement of services using fewer resources. Due to the forwarded assertions, education sector has been receiving various changes in the form of reforms in order to reorganize the sector and contend with respective constraints (Cardno and Robson, 2016). 

According to Mockler (2015), performance appraisal is recently considered as one of key dimensions that discipline and reconstruct teachers’ ethical manners. It defines indicators of performance and quality controls logics in relation to pedagogical techniques. This conception resonates with Grootenboer (2017) that, appraisals makes teachers describable, calculable, and comparable. Processes that are involved in appraisals are usually regarded as prime strategies of accountability within the audit regimes and performativity.

In Australia, Farrell (2013) identified three broad categories that describe teachers’ performance appraisal in terms of teachers’ work and schooling based on values and beliefs. First, instrumental performance appraisal; this refers to behaviour and tasks that influence achievement and measurement of organizational outcomes. Second, humanist appraisal; this enables participation of teacher on the design and operation processes. Third, critical appraisal; this defines learning and teaching as the tools that enables pupils and teachers to identify and overwhelm social biases. These three categories not only articulate the aim of teachers’ performance appraisal but also examine how the process can be controlled.

In the same vein, Aslam et al. (2011) conducted a critical analysis on teachers’ performance appraisal system in public universities of Pakistan. Their findings indicated several constrains that hinders the appraisal system included; untrained evaluators, exclusion of students’ feedback, outdated evaluation system, and low motivation. However, teachers perceived that, teachers’ appraisal system improved their performance if conducted in a transparent, fair, and systematic mode.

In Kenya, Kagema and Irungu (2018) analysed influence of performance appraisals on teachers’ performance in secondary schools. They found that, appraisals positively influence teachers’ performances. There was also a notion that, government policies do not favour career advancement of the teachers thereby discouraged their performance at reasonable extent.

At different perspective, there are many organizations doing the same or equivalent production activities, thus making a very fierce competition amongst them (Aloo et al., 2017). In order to survive this competition, public sector organizations around the world face pressure to improve goods and service quality, to lower their production costs, to become more accountable, customer focused and responsive to stakeholders' needs (Matete, 2016). 

This made a good trial of the different solutions particularly in terms of performance reviewing and appraising among the workers of the public sectors. That is to say, from the Confidential Performance Review and Appraisal System to the Open Performance Review and Appraisal System (OPRAS) which is currently practiced in Tanzania? After independence in 1961 Tanzania initiated a social war against what was considered the enemies of development. These were poverty, diseases and ignorance so as to bring prosperity to all Tanzanians (Mmari, 1995). 

In the 1990’s the government realized that it would take too long before these enemies were eradicated if certain mechanisms and measure were not adopted to transform the public sector into an institution capable of taking part in eradicating poverty and sustain economic growth (World Bank, 2008). The public sector was an expected tool to fight against these enemies since it was the strong arm of the government.  But the public sector was ineffective and inefficient which caused misuse of public expenditure (Corkeryand Land, 1997). 
The problems of accountability, transparency as well as ethical issues also continues to affect effective delivery of public service (Bana, 2009). The writer, tries to explain that, in order for workers to improve their performance, there should be a good plan or system of managing performance that will push workers accountability higher. That will also bring about good transparency to increase trust amongst workers and supervisors and that, it should remind workers to adhere to ethical issues related to their work. 
Performance appraisal is both inevitable and universal. In the absence of a carefully and structured system of appraisal, people will tend to judge the work performance of others including subordinates, naturally, informally and arbitrarily (Dulewicz, 1989). Due to this, a number of reforms were introduced and implemented, first the Civil Services Reform Programme (CSRP) which took party from 1991-1999 (Lukumai, 2006) and it was  followed by the Public Services Reform Programme (PSRP) which was implemented in phases. The first phase which took place from 2000-2007 is the most relevant to this study. This phase aimed at Instituting Performance Management System (URT, 2005). 
This phase was introduced and implemented in all public sectors at central and local level. It was implemented under the Public Services Management and Employment Policy of 1999 and legalized by the Public Service act No.8 of 2002 these two facilitated the institutionalization of performance management system in Tanzania (Bana and Shitindi, 2009). Different tools were used to ensure institutionalization of Performance Management System such as client service charter, strategic and operational programmes and performance appraisal system (URT, 2010). 
Derven(1990) defined modern performance appraisal system as a structured formal interaction between a subordinate and supervisor, that usually takes the form of a periodic interview (annual or semi-annual) in which the work performance of subordinate is examined and discussed with a view of identifying weaknesses and strengths as well as opportunities for improvement and skill development. Employees with unclear goals or no goals are prone to work slowly, perform poorly, exhibit a lack of interest, and accomplish less than employees whose goals are clear and challenging. Employers with clear defined goals appear to be more energetic and productive. They get things done on time and then move on to other activities and goals (Dessler, 2005).

OPRAS as a modern performance appraisal system was introduced in July, 2004 by Circular No.2 0f 2004 to replace the former confidential performance appraisal system in the public service. OPRAS replaced the Closed Annual Confidential Report System (CACRS), which was characterized by absence of feedback and poor identification of training needs and made it impossible to promote performance and accountability to the public servants (Nigera, 2004). With this confident and closed system there was no transparency, which gave room to nepotism, poor accountability of public servants, favoritism and corruption hence the public sector was characterized with rigid bureaucracy, poor management of resources and political patronage (Turner and Hulme, 1997). 

Bana (2009) argues that, the introduction of OPRAS in the Tanzanian public service sector was a major initiative towards the government’s commitment to make it responsible and accountable with a change of philosophy to results oriented management. As stated earlier, all were the efforts done to make sure the country is getting rid of the three enemies of development which are poverty, diseases and ignorance. Therefore this study intends to examine the effects of OPRAS on the teachers’ performance.

12 1.3 Statement of the Problem

Performance of secondary schools teachers in Tanzania is currently questionable. This is aligned under the conception that, performance of majority of secondary schools is deteriorating in terms of students’ performance in national examinations. Considering observation trend for the past decade on national examinations results among secondary schools in the country, it is clearly revealing the performance of the schools has dropped such that, students with a good pass rate (Division I to Division III) is getting low while the record of failure is increasing which is division IV to 0, (NECTA Report, 2009-2018). For instance in 1996, Nzega was the first district in the primary education standard seven national examinations national wise, however in 2013, 2014 and 2015, the district ranked the last in the same standard seven national examination results and the last school national wise came from Nzega district as well.

Student’s performance depends much on the teachers present, materials present and the student’s willingness. Teachers facilitate an interaction between the materials present and the students as a matter of adding students’ knowledge. OPRAS as a result oriented performance management system was introduced to test how effective the public workers including teachers are in delivering to their customers. Teachers are also tested to see their effectiveness in delivering to the students as their customers (Brightone, 2017).

Despite the effort made by the government of introducing OPRAS as a means of evaluating public workers including teacher’s performance, still their performance is low, taking into account trend of national examinations results. It is obvious that poor teacher’s performance has serious negative implications for the student achievement. The quality of education is largely dependent on the quality of teaching and teachers efforts (Mollel et al., 2017). 
Recent studies suggest that, low performance of schools is contributed by schools climatic characteristics such as teaching and learning environmental factors (Gasper, 2015; Chimazi, 2018), for instance, Haki Elimu (2013) claim that, school type is likely to be the central variable when it comes to teachers’ performance. The findings imply that, performance of students can be mostly influenced by type of schools as the government schools led in failure. However, none of the recent studies have investigated the performance of teachers in relation to OPRAS particularly at Nzega district. 
Thus, the forwarded arguments bring forth a need to scrutinize the effects of OPRAS on teacher’s performance at Nzega district. This study specifically intends to shed some light by identifying factors affecting the implementation of OPRAS at Nzega district council. The study further assesses the factors affecting the performance of teachers’ at Nzega district council and in the end, the study will analyse the relationship between OPRAS and teachers performance at Nzega district council.
13 1.4 Objectives of the Study

14 1.4.1 General Objective

General objective of this study is to investigate the effects of OPRAS on teachers’ performance at Nzega district council.

15 1.4.2 Specific Objectives

i. To identify factors affecting the implementation of OPRAS at Nzega district council.

ii. To assess factors affecting the performance of teachers’ at Nzega district council.

iii. To analyse the relationship between OPRAS and teachers performance at Nzega district council.

16 1.5 Research Questions

i. What are the factors affecting the implement OPRAS at Nzega district council?

ii. What are the factors affecting teachers’ performance at Nzega district council?

iii. Is there any significant relationship between the introduction of OPRAS and teachers’ performance at Nzega district council?
17 1.6 Significance of the Research

To the government: The government might use the study to decide on whether to continue funding the implementation of OPRAS or not depending on its effectiveness to teachers’ performance. The results also will help the MOEC to plan for either more training to implementers of OPRAS so that they become more aware of it and use the system properly for the betterment of their performance or just abandon the system and find another way out towards better performance of teachers. 

To teachers: The results also will help teachers to have more knowledge on OPRAS as an instrument used to access their performance and therefore become more effective in their daily performance.

For Further Areas of Study: The findings of the study also will serve as the reference for future researchers interested in doing the same or related topic. sector and to the public service at large as it may come out with the answers of whether OPRAS is effective to teachers performance or not and suggestions of what to be done to make it more effective particularly in the teaching and learning process that is done in schools something that might change the current situation of laments amongst the government and the society as a whole. 

18 1.7 Rationale of the Study

The rationale of this study grounds its conception under the study scope. First, the study was carried out as the matter of evidence from the current trend of low performance among secondary schools in Nzega district. According to TETEA Report (2018), Tabora region evince academic performance drop rate in primary schools in its entire district including Nzega from 71.7% to 62.8% in 2014 and 2016 respectively. Also, the influence from unknown discourse of teachers’ performance in the context of OPRAS in terms of educational training and professional development stretch the need for this study. For instance, Uttaramatt et al. (2015) contends that, performance appraisal have been mostly used as a tool for raising salary and promotion ranking rather than evaluating staff competency and knowledge at work. 

The application of the tool is therefore provide little evidence on professional development of staffs. Second, the study involved teachers considering their position and contribution as the key stakeholders in education sector. Teachers play central role in schools so their performance affect significantly achievement of students and schools’ development at large (Mhando, 2016). Third, the study pace its grounds on primary schools as this is a basic level of education where teachers’ performance is expected to be recorded at higher degree. Good performance of teachers in this level suggest for the best school deliverables at advanced and higher education (Abdulrahman and Hui, 2018).

19 1.8 Chapter Overview

Chapter one discusses the background information and statement of the problem. It further clarifies the research objectives and research questions guiding this study. In the end, the chapter highlights scope of the study and discusses the significance of the study. Chapter two discusses the definitions of key theories. It will further clarify the key theories guiding this study. This chapter also discuss the empirical research works and in the end the clear research gap will be revealed before explaining the conceptual framework. Chapter three covers methodologies and research approaches adopted in this study. It begins with research design, area of study, research population, sampling techniques, data collection, data analysis techniques, and ethical considerations.

20 CHAPTER TWO

21 LITERATURE REVIEW

22 2.1 Introduction

In this chapter, the definition on key terms such as Performance, performance Management, performance Management System, Appraisal, Review, Performance Appraisal, Appraisal Process, and OPRAS are discussed. This chapter then review literatures related to the study on the effects of OPRAS on the teachers’ performance. The reviews are very important as they help the researcher to get the ideas of what has already been done by other researchers on the same or related area of study. Finally, it will highlight the research gap before explaining the conceptual framework guiding this study. 

23 2.2 Definition of Key Terms

24 2.2.1 Performance

Brumbach (1988) argues that “performance means both behaviours and results. Behaviours emanate from the performer and transform performance from abstraction to action. Not just the instruments for results, behaviours are also outcomes in their own right. The product of mental and physical effort applied to tasks and can be judged apart from results. Generally, performance can be simply defined as the way in which things are done as well as what is done in relation to what is aimed to be achieved.
25 2.2.2 Performance Management 
Performance management (PM) is basically concerned with performance improvement in order to achieve the organization’s objectives and strategic goals (Bana and Shitindi, 2009). Performance management is a process by which managers and employees work together to plan, monitor and review an employee’s work objectives and overall contribution to the organization. PM is therefore a continuous process of setting objectives, assessing progress and providing on-going coaching and feedback to ensure that employees are meeting their objectives and career goals. 
Performance Management is defined as a systematic process for improving organizational performance by developing the performance of individuals and teams. It is a means of getting better results from the organization, teams and individuals by understanding and managing performance within the agreed framework of planned goals, standards and competence requirements (Armstrong, 2006). The fundamental goal of performance management is to promote and improve employee effectiveness. It is a continuous process where managers and employees work together to plan, monitor and review an employee's work objectives or goals and his or her overall contribution to the organization.
26 2.2.3 Performance Management System (PMS)

A PMS is a system that covers all aspects of performance that are relevant for the existence of an organization as a whole. The PMS should provide management with an insight into “how well the organization is performing its tasks and to what extent the organization objectives are achieved. This can involve motivating, monitoring and rewarding employees for attaining desired outcomes (Tanuja, 2010).
27 2.2.4 Appraisal

Appraisal is an impartial analysis and evaluation conducted according to established criteria to determine the acceptability, merit, or worth of an item. Appraisals record an assessment of an employee's performance, potential and development needs regularly. The appraisal is an opportunity to take an overall view of work content, loads and volumes, to look back on what has been achieved during the reporting period and agree on objectives for the next (Brightone, 2017). According to Gibson (2004), appraisals are conducted for two major reasons: evaluation and feedback. 
When used for evaluation, the appraisal provides input for decisions on promotions (position wise), transfers, demotions, terminations, and compensation (salary increases). When used for feedback purposes, the appraisal focuses on the development of the individual, including the identification of coaching and training needs. The job analysis process determines standards of performance, which are clearly communicated to the employees and used as the basis of evaluation in the performance appraisal process. 
28 2.2.5 Review

Matete (2016) defines review as an analysis of an employee's work habit undertaken at a fixed point in time to determine the degree to which stated objectives and expectations have been reached. Reviews may be conducted as often as every three months, but annual reviews are most popular. Each review should go over the goals that were set when the employee started the job or during the last performance evaluation. Then the review should examine how well the employee has done toward reaching these goals. The employee should be asked to rate his or her performance, in addition to relying on objective measurements such as sales figures. You and the employee should then discuss the desirability of trying to reach goals that haven't yet been achieved, and you should both set goals for the future. 
29 2.2.6 Performance Appraisal (PA)

According to Byars and Rue (1997), Performance Appraisal is a process of determining and communicating to an employee how he/she is performing on the job and ideally establish a plan for improvement. If the performance appraisal is properly conducted, it helps employees to know on how well or poor they are performing. It will also influence their efforts towards work goal achievements (Prasad, 2009) argues that performance appraisal is designed and imposed in HR’s function in order to cause a bit of ownership of the system by line managers. 
Don and John (1996) defines PA as a process of systematically evaluating each employee’s job related strength, development needs and progress towards achieving goals and determining ways to improve the employee’s job performance. Therefore, PA can be defined as a systematic process that is done by supervisors and or managers for a purpose of determining the strength or weakness of their workers in doing their work in relation to the targeted goals of the organization. “Performance appraisal is the process of identifying, evaluating and developing the work performance of employees in the organization, so that the organizational goals and objectives are more effectively achieved, while at the same time benefiting employees in terms of recognition, receiving feedback, catering for work and offering career guidance" (Lansbury, 1988).
30 2.2.7 Open Performance Appraisal and Review System (OPRAS)

The Open Performance Review and Appraisal System (OPRAS) is an open, formal, and systematic procedure designed to assist both employers and employees in planning, managing, evaluating and realizing performance improvement in the organization with the aim of achieving organizational goals (URT, 2013).
31 2.3 Theoretical Literature

Theoretical framework of the current study is guided by the theory of performance improvement as proposed by Gilbert (1978) and extended by Elger (2007). 
32 2.3.1 Theory of Performance Improvement by Gilbert (1978)

This theory states that, performance of an individual can be improved when human resource development initiatives are linked to organisational objectives (Gilbert, 1978). The theory contends performance as an outcome of human function competence. It is also suggest that, employee performance is inversely proportionally related with improvement of performance. On the contrary, employee performance may also be undermined by ineffective human resources management practices in a firm (Talbot, 2010).Vits and Gelders (2018) define a teacher in a performer perspective as a person who engages in a collaborative effort. They regards improvement of performance as a journey process which involve two aspect; performance as journey and level of performance as location in the journey. 
Based on this perspective, Elger (2007) stresses that, level of performance relies on six constituents namely; personal factors, level of knowledge, fixed factors, level of skills, and level of identity. In addition, Elger suggest three other concepts for effective performance improvement which are mindset of a performer, immersing in a full enriched environment, and reflective practice engagement. On the other hand, Gilbert articulate six factors that are essential to improve employees’ performances in an organisation. These comprise rewards and incentives, resources, information and data, environmental support and tools, performance standards, and feedback.
33 2.3.2 Justification of Performance Improvement Theory

Theory of performance improvement was adopted in the current study based on the fact that, the theory articulate the concept of learning and execution of teachers’ competence and knowledge through an idea of “examine level of performance” which is one of present study settings. The theory also suggest several important factors such as mindset of a performer, personal factors, and enriching environment which can be significant constructs on the contemporary discipline of teachers’ performance appraisal. Some of the notable recent researches which adopted this theory to investigate different scenario in the context of employee performance include, Hassan and Hussin (2018); Xerri and Reid (2018); Rahardja et al. (2018).
34 2.4 Empirical Literature Review
35 2.4.1 Factors affecting the Implementation of OPRAS

In New Zealand, Cardino and Robson (2016) assessed the performance appraisal value in secondary schools for middle leaders. The study was qualitative in nature. Data were collected from three secondary schools through interview and observations methods. Results show that, appraisal system was conducted as a compliance mechanism but not as the tool for achievement and development among leaders. In contrast to the latter, their study did not examine the effectiveness of the system and only capture secondary schools teachers.
In South Ethiopia, Demissie (2015) carried out a study to examine teacher appraisal system in terms of practice and problems. Descriptive design was followed under five secondary schools. Questionnaires and interviews were used to gather data from 136 respondents. Findings portrayed that, major factors that impeded the performance appraisal system included, poor participation, inconvenient class environment for performance appraisal system, and ineffective criteria for implementation of the appraisal system. Similarly, Demissie’s findings did not capture the aspect of effectiveness of the system in terms of the process and implementation as the current study aims at investigating.
Fredie (2015) assessed factors that affect performance appraisal system implementation in Rwandan local government. 133 respondents were selected using stratified and purposive random sampling. Data were collected using questionnaire and interviews. Findings shows that, trust level, appraisal process management, communication, and appraises and appraisals training were the main factors that affected implementation of the appraisal system. Conversely to the present study, Fredie did not examine effectiveness of the performance appraisal system as the present study aims at capturing.
Mhando (2016) identified challenges facing implementation of OPRAS in secondary schools teachers in Arusha, Tanzania. Questionnaire and interviews were used to collect data from 90 respondents. Analysis of the findings using qualitative and quantitative techniques revealed that, significant challenges that impeded OPRAS implementation included, insufficient resources, lack of feedback, and ineffective training. Mhando subjected his study on the implementation challenges without considering the effectiveness of the system unlike the present study settings.
Tsii (2016) investigated performance appraisal system on teacher performance in public schools in Manyara region, Tanzania. The study adopted descriptive study design to gather data from 120 respondents by means of questionnaire and interviews guide. The study found that, implementation of performance appraisal system was ineffective due to poor preparation and lack of feedback. Also, poor involvement in discussion with supervisors and allocation of time were also found as other factors that influenced ineffectiveness of the performance appraisal system. In contrast with the current study, Tsii did not investigate this scenario in primary schools.
36 2.4.2 Factors Affecting the Performance of Teachers’ in Schools
In Pakistan, Aslam (2011) analysed the performance appraisals system among public sector universities teachers. Stratified sampling was employed to select 50 employees whereas their data was gathered through questionnaires. Findings revealed that, several factors hindered effectiveness of the performance appraisal system include, ignoring of students feedback, unprofessional evaluators, low motivation, and obsolete appraisal system. The study can be contrasted from the latter as it was based on universities and did not capture the effectiveness of the system process rather it focused on the factors impeding the performance appraisal system. 
In Thailand, Uttaramart, et al. (2015) assessed performance appraisal system development in secondary school teachers. Data were collected from a total of 758 respondents including, directors, vice directors, and teachers. Means of data collection were semi-structured questionnaires and interviews. Results indicate that, development of the performance appraisal system in terms of rank; ethical issues ranked first whereas learning management ranked the least. Contrary to the current study perspectives, Uttaramat and others only investigated the development of the performance appraisal process, also, their study cased in secondary schools teachers respectively.
Matete (2016) investigated perception of teachers on OPRAS as the mechanism for assessing their performance in Tanzania. The study adopted qualitative and quantitative approaches. Data were collected from 108 respondents through interviews, questionnaire, and focus group discussion. Results revealed that, teachers’ perception were categorised into two groups; some teachers perceived OPRAS was effective to improve teachers’ performance; however, the other group perceived OPRAS was impractical and unrealistic considering nature of classes in primary schools such as shortage of desks. Contrasting with the latter, Matete did not investigate effectiveness of OPRAS in secondary schools. In addition, his study based on perception did not investigate effectiveness of the implementation process.

Mpululu (2014) investigated the effectiveness of OPRAS on teacher performance in Mvomero, Tanzania public primary schools. The study adopted descriptive research design. A total of 140 respondents were selected including supervisees and supervisors. Questionnaires and interviews were used as data collection instruments. Findings yielded that, implementation of OPRAS in primary schools was ineffective due to negative perception of teachers and narrow understanding of the appraisal system among supervisors and supervisees. However, Mpululu can be contrasted from the current study as her target respondents were primary schools teachers only whereas the latter comprises both primary and secondary schools teachers.
In Bukoba District, Tanzania, Karugaba (2015) examined whether teachers performance appraisals feedback was effective in secondary schools. Case study was adopted as research design. Stratified random sampling was employed to select 76 respondents. Data were collected by means of interviews and questionnaires. Findings showed that, the performance appraisals feedback was ineffective among teachers as they were not provided with timely feedback of their performance. Karugaba’s findings only captured the feedback context of the appraisals system but did not investigate effectiveness of the appraisals process as the present study objectives.
37 2.4.3 Relationship between OPRAS and Teachers Performance
In Islamabad, Fatima and Ali (2016) assessed teachers’ insight on performance appraisal system with respect to skills and commitment in secondary schools. A total of 300 teachers were selected from private and public secondary schools. Questionnaire was used as data collection tool. Results revealed that, commitment and skills among teachers have significant effect on performance appraisal system. However, their findings did not investigate similar aspect in primary schools for generalisation of conclusion unlike the present study settings.
Aloo et al. (2017) conducted a study in Kenyan public secondary schools to examine how teachers’ performance appraisal influences curriculum evaluation effectiveness. Correlations study design was adopted as research design. Stratified random sampling was used to select 358 respondents including 179 deputy principals and 179 principals. Questionnaire was employed as data collection tool. Analysis of the findings revealed that, teacher performance appraisal positively influenced evaluation of curriculum. Their study also reports that, many teachers tend to embrace the performance appraisal as the criteria for enhancing their determination for promotion. However, Aloo et al. (2017) based only secondary schools; their study did not take a survey on primary schools as the current study perspectives.
In Kenya, Kagema and Irungu (2018) analysed how teacher performance appraisals influence secondary schools teacher performance. Simple and stratified random sampling was employed to select 460 teachers from 46 secondary schools. Data were collected using questionnaire. Results revealed that, teacher performance was significantly influenced by teacher appraisals. They also found government policies did not favour teachers’ career development. Considering present study objectives, Kagema and Irungu only focused on the influence of the appraisals system on teachers’ performance but not its effectiveness on performance.
In Uganda, Kyakulumbye (2013) conducted a comparative study to examine how performance appraisal system influences teacher performance in secondary schools. The study adopted cross-sectional design basing on quantitative approach. Questionnaires were self-administered to collect data from 120 staffs. Correlation results revealed that, appraisal system in secondary schools conforms to public service system. The study also found teacher performance and performance appraisal system feedback. However, his findings are silent on the effectiveness of the appraisal system conversely to the present study discourse.
Mollel et al. (2017) examined perception of employees on performance appraisal system in public service in Muheza, Tanzania. A sample size of 339 respondents was selected out of 2232 employees through random sampling. Questionnaire and interview guide were used as data collection instruments. Results showed that, job performance was influenced by training and development. Further, appraisal recognition was positively associated with employee’ job satisfaction and individual performance. Unlike the present study settings, Mollel did not capture the aspect of effectiveness of the appraisal system as well as their study did not take into account education sector as the latter is concerned.
38 2.5 Research Gap
Reviews of recent studies reflect different notions among scholars on the context of OPRAS effects on teachers’ performance. Majority of researchers focused their studies to examine perception of teachers on the implementation of the performance appraisals system (Matete, 2016; Aloo et al., 2017; Kagema and Irungu, 2018). In addition, significant number of reviewed studies placed their concern on challenges facing implementation of the appraisal system in education sector, however, most of these studies are cased in only one education level for instance primary or secondary education level (Cardino and Robson, 2016; Mhando, 2016; Tsii, 2016; Mollel et al., 2017). 
Considering present study settings, it is clearly most of the reviewed literally works did not capture the effect of OPRAS on teachers performance in education sector. It is therefore create a conception that, the effect of OPRAS in education sector is still questionable. Besides, no recent study particularly in Nzega district has investigated such scenario. With regards to this view, this can be considered as a gap that needs to be filled in terms of knowledge and research perspectives.
39 2.6 Conceptual Framework

Conceptual framework of this study is informed from the literature perspectives and knowledge gap of the study. Strategies employed in OPRAS implementation are portrayed as independent variables of the study which include upgrading and promotion, payment and rewards, and training and development whereas teachers’ performance is depicted as dependent variable. This implies that, OPRAS implementation strategies predict performance of teachers which is regarded as outcome of the study. 


Figure 2.1: Conceptual Framework

Source: Researcher Findings (2021)

40 2.7 Chapter Overview
This chapter presents literature approaches on the effects of OPRAS on teachers’ performance. The chapter provides detail concept on the key terms which are performance appraisal, OPRAS, performance management system, and performance appraisal process. Further, the chapter entails empirical review of relevant studies at global scale. Lastly, the chapter has identified the research gap and develop conceptual framework with respect to literature perspectives.

41 CHAPTER THREE

42 RESEARCH METHODOLOGY

43 3.1 Introduction

This chapter presents research methodologies approaches employed in the study. The chapter starts with research design, area of study, research population, sampling techniques, methods of data collection, data analysis procedures, data analysis, and it ends with ethical considerations. 
44 3.2 Research Philosophy

According to Saunders et al. (2009), research philosophy comprise set of assumptions and beliefs concerning with knowledge development. These assumptions are developed at every research stage. Burrell and Morgan (1979) stresses that, the assumptions can be categorized into three types known as; epistemological, ontological, and axiological assumptions. Based on these assumptions, there are five philosophical underpinnings which are mostly employed in research. These are positivism, Interpretive, critical realism, pragmatism, and postmodernism.  Considering aforesaid philosophical underpinnings, this study adopt pragmatism philosophy with a view on epistemological assumptions. This philosophy adheres to research problem and research questions with an emphasis on applied solutions and results. It supports qualitative, quantitative, and mixed research methods.
45 3.3 Research Design

Research design is a complete research scheme that comprise set of tasks involving structure, plan, and investigation techniques aiming to find solution of the research problem (Creswell and Creswell, 2017). This study adopted cross-sectional study design which is one of the quantitative study design based on number of contacts as claimed by Kumar (2014). Cross-sectional design is notably useful when conducting a research aiming to investigate ubiquity situation, phenomenon, problem, or attitude; it is carried out by cross-section of study population. 
Researcher adopted this design because it allowed a researcher to decide what should be investigated, identify population of the study, sample size  selection, as well as contacting the study participants for data collection. Cross-sectional designs are considered cheap and easy in data analysis due to involvement of solely one contact with the sample size. However, it is criticised for its failure to measure change. Change can be determined by involving at least two points of data collection, meaning for the cross-sectional design to measure change it should be conducted twice at different period of time on the same population (Kumar, 2014).
46 3.4 Scope of the Study

This study was conducted in Nzega district located in Tabora region. Nzega is one of the seven districts of the Tabora Region of Tanzania. The study area was selected due to its significance on both socio-economy and education sector. First, Nzega district is a leading district in Tabora region in terms of socio-economic development. Due to its socio-economic development, the district has become one of the districts in the country with highest number of primary and secondary schools, so conducting research in the district education sector provide significant evidences for generalisation of conclusion. Second, the district is remarkable one of the district in Tanzania that had ever had best results in primary education national examinations (1996). However, the district is currently experiencing a trend of unsatisfactory results, for instance in 2015, the last school in the country came from Nzega (URT, 2016). Thus, this scenario calls an attention for investigating performance of the teachers in the district.
47 3.5 Population

Research population refers to all members, involved in issues or events that the researcher intends to study and draw conclusions (Vans, 1990). Study population involves 2120 teachers from a total of 175 primary schools (URT, 2016).
48 3.6 Sampling Technique

49 3.6.1 Purposive Sampling

Purposive sampling is a form of non-probability sampling in which decisions concerning the individuals to be included in the sample are taken by the researcher, based upon various criteria. Purposive sampling starts with a purpose in mind and the sample is thus selected to include people of interest and exclude those who do not suit the purpose (Cohen et al., 2000). Due to the nature of the study, the researcher used a purposive non probability sampling technique in selecting some respondents. 
Purposive sampling allowed the researcher to select respondents deliberately to meet resources constraints and accessibility of respondents (Leedy, 1989). The head teachers, the district education officer, the chief district education officer was purposive non probability sampled. The researcher intended to have 10 field teachers and 10 head teachers, 2 district education officer, 01 chief district education inspection officer, 01 district assistant secretary TSC, and 126 teachers. Therefore the sample size encompassed 150 respondents. The researcher employed purposive sampling to respondents with appropriate characteristics such as having information, insight, experiences and understanding concerning the effect of OPRAS as fundamental assessment tool for teacher’s performance.
50 3.6.2 Sample Size

According to Kimia (2008), sample size can be defined as the number of items to be selected from the universe to constitute a sample. It should not be very large or too small. Given a total population of 2120 teachers from a total of 175 primary schools , following Slovin (1967) formula which states that, for any given population the sample size is given by;
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Where,

n= the required sample size

N= the known population size

e= the level of significance which was fixed to 0.05 when the population is known

N=2120 teachers

n=?

e= 0.05

Hence,

The sample size was 150 teachers.
51 3.7 Methods of Data Collection

According to Mugenda and Mugenda (1999), data is the information that, the researcher gathers for his/her study. The researcher used interview, documentary evidence and questionnaire as tools for data collection.

52 3.7.1 Interview 

 Kothari (2004) defines interview as the method which involves presentation of oral-verbal stimuli and reply in terms of oral-verbal responses. It can be used through personal interviews and if possible through telephone interviews. It is believed by the researcher that this is the useful method as it will give the researcher the opportunity to explain more clearly the purpose of the research and to probe area of interest as they arise during the interview. Again, the method assisted the respondents to be more elaborative, hence the attainment of better findings. 

53 3.7.2 Documentary Review

Arv (2010) defines document analysis as the method that focuses on analysing and interpreting recorded materials to learn about human behaviour. The material may be text books, letters, reports, public records, themes, tapes or diaries. The researcher applied this method as one of data collection tool in order to obtain official and formal information from the authorities. This included reports from the primary school head teachers, chief district education inspection officer and the D.E.O. 
54 3.7.3 Questionnaire

Questionnaire is a well-established tool within social science research for acquiring information on participant social characteristics, past, present and past behaviour, standards of behaviour or attitudes and their beliefs and reasons for action with respect to the topic under investigation (Bulmer, 2004). The principal requirement of a questionnaire format is that questions are sequenced in a logical order allowing a smooth transition from one topic to the next (Hickson, 2016). This ensured that participants understand the purpose of the research and they carefully answered questions to the end of the survey (McGuirk and O’Neill, 2016). 
Questionnaires are criticised for their failure to measure emotional feelings of the respondent (McGuirk and O’Neill, 2016) to overcome this limitation close-ended question will be used. Closed questions were adopted in this study though they are very difficult to construct but easy to analyse. Closed questions are easy to administer, easily coded, allow comparisons and quantification, and they are more likely to produce completed questionnaire while avoiding irrelevant response. Further, Self-administered mode was adopted, also the instrument was formatted with graphic layout to promote response rate. To ensure high rate of participation with administered questionnaire, approach, explanation, trust, respect and friendliness was considered (Hickson, 2016).
55 3.8 Measurement of Variables
In this study, dependent variable (teachers performance) was measured by 4 variables presented in 5 point likert scale ranging from 1(strongly disagree) to 5 (strongly agree). Statements such as average of students (class) performance, discipline of students (class), creativity of the teacher, and overall contribution to school prosperity will be used to measure teacher’s performance. While independent variable (OPRAS) was measured by 6 items presented in 5 point likert scale ranging from 1(strongly disagree) to 5(strongly agree). Items such as Preparation of OPRAS, Identification of  the right promotion strategies, Initiation of offering rewards, Identification of the training and development, Setting of targets for future performance and  Identifying the right disciplinary actions in case one failed to perform was used to measure implementation of OPRAS.
56 3.9
Data Analysis 

57 3.9.1 Reliability of the Instruments

Reliability can be referred as the quality of a measurement procedure that provides repeatability and accuracy (Kothari, 2006). To ensure consistent and accurate results, standard designed closed-ended questionnaire, was used to collect the information from the study sample, through which researcher controls the results of responses. Reliability was tested using coefficient of Cronbach’s Alpha which measures internal consistency. Cronbach’s alpha ranges between 0 and 1, the closer the Cronbach’s alpha coefficient is to 1.0 the greater the internal consistency of the items in the scale (Heo et al., 2015). 
Table 3.1: Cronbach’s Alpha Reliability Scale Statistics
	Cronbach’s alpha
	Total number of Items

	0.774
	20


58 3.9.2 Validity 

Validity can be defined as measurement for testing accuracy of the research results corresponding to the study objectives (Joppe, 2000). According to Kimberlain and Winetrstein (2008) validity test requires data collection tool to be reliable although the instrument can be ascertained valid without being reliable. Researcher adopted Pearson correlations matrix to determine linear relationship between independent variables and dependent variable which on the other hand attest the validity of the research tool.  Further, reliability was also ensured through pilot study by test-re-test method. This method involved self-administration of questionnaires to 20 respondents. Thereafter, same procedure was repeated to the same respondents after one week. Lewis and Thornhill (2009) suggest that, it is appropriate as a matter of reliability to pre-test research tools before final administration.
59 3.9.3 Data Analysis Techniques 
Once the data is collected it was checked for completeness ready for analysis. The data from the field was first coded according to the themes researched on the study. The research is both quantitative and qualitative in nature. This implies that both descriptive statistics and content analysis was employed. Analysis was done with aid of the statistical package for social sciences (SPSS) package version 19.0. Descriptive statistics was used to depict respondents profile while content analysis will be used to analyze qualitative data. For quantitative data correlation analysis was used to analyze the data. 
The correlation analysis was used to describe the strength and direction of linear relationship between Effects of OPRAS on teachers’ performance at Nzega district council. The strength and direction of linear relationship between will be determined by size of the value of Pearson correlation (r) and their values will be range from -1 to +1 (Pallant and Julie, 2005). Positive value of r indicate changes among variables take place in the same direction where as negative r indicates changes among variables taking place in the opposite directions and zero r indicate that no association among the variables (Pallant and Julie, 2005).
3.10 Ethical Consideration
Ethical issues are important in data collection. It is the rule of conduct, principle or mechanism which guide the researchers prior, during and the after their research activities either to do or not to do plagiarism and confidentiality (Akaranga and Makau, 2016). However, the respondent who was selected purposeful to participate in research their consent was sought during survey. In conducting this study, the researcher strictly observed ethical rules and guidelines including; anonymity, confidentiality, privacy, plagiarism, and beneficence in order to ensure integrity of the subject under study.  Appropriate ethical procedures for research data collection permission was handled by obtaining introduction letter from the Open University of Tanzania.

60 CHAPTER FOUR

61 PRESENTATION AND INTERPRETATION OF RESEARCH FINDINGS

62 4.1 Introduction

This chapter presents the findings from the study. The data were collected by means of data collection methods mentioned in chapter three. The collected data are presented in frequencies, percentages, and correlation coefficients. The tables are used to elaborate such data. The sections are organized according to the specific research objectives.
63 4.2 Respondent Rate

A response rate is a relationship between the people who have participated in the survey and the people in the sample size expressed in percentage. The current researcher administered a total number of 150 questionnaires by drop and pick strategy. Out of 150 questionnaires distributed by the researcher to the targeted respondents only 120 which is (80%) of the distributed questionnaires were correctly filled. Bryman (2014) as cited by (Augusto, 2018) recommends that any response rate which is above 50% gives reliable findings, as long as they represent the number of population and fully represent the significance level. In that regard, the conclusion of this study was made based on 120 respondents.
64 4.3 Description of General Characteristics of the Respondents

The target populations enquired in this study was teachers’, chief district education, inspection officer and the D.E.O. 
65 4.3.1 Gender Distribution

Table 4.3 shows that the study interviewed 84 (70%) male and 36(30%) female. The majority of respondents were therefore males. 

66 4.3.2 Education Distribution

The study showed that most of the respondents had attained up to Bachelor level of education with 45%, followed by 32.5% of the study respondents who had Diploma, and then Professional Qualification was reported by 15% of the respondents, and finally 7.5% of the respondents who cited that had attained postgraduate’s level. 

67 4.3.3 Marital Status

The study also wanted to determine marital status of the respondents. It was found that majority of respondents 74 (61.7%) were married, 34(28.3%) of were single, 7(5.8%) of the respondents were divorced, and 5(4.2) of the respondents were widowed.

68 4.3.4 Age

The study also wanted to establish age of respondents. It was found that majority of respondents 55 (45.8%) were of age 38-47, 41(34.2%) of respondents were of age 28-37, 13(10.8%) were of age 18-27, 6(5%) of respondents were of age 48-57, and 5(4.2%) of respondents were of age above 57.

69 4.3.5 Work Experience

The study revealed that 63.3% of respondents had worked for a period of above 5 years, while 22.5% of respondents had worked for a period of 3-5 years, followed by 7.5% of respondents had worked for a period of 1-3 years and finally 6.7% of respondents had worked for a period of less1 year.

Table 4.1: Description of General Characteristics of the Respondents

	Characteristics
	Category
	Frequency
	Percent

	Gender distribution
	Male

Female
	84

36
	70

30

	Education Distribution
	Professional Qualification

Diploma

Degree

Postgraduates
	18

39

54

9
	15

32.5

45

7.5

	Marital Status


	Single

Married

Divorced

Widow
	34

74

7

5
	28.3

61.7

5.8

4.2

	Age


	18-27

28-37

38-47

48-57

Above 57
	13

41

55

6

5
	10.8

34.2

45.8

5

4.2

	Experience
	Less 1 year

1year-3years

3years-5years

Above 5years
	8

9

27

76
	6.7

7.5

22.5

63.3


Source: Research Findings (2021)
70 4.4 Validity and Reliability

The semi-structured interview form was developed after reviewing teacher performance literature. The draft form was examined by six experts in classroom teaching and educational sciences and determined to include 10 open-ended questions. Then two experts in Tanzania education examined the form to remove the linguistic problems. When the form was finalized in light of the experts’ views, it was piloted with two classroom teachers to ensure the validity of the form. The pilot study indicated that the form was comprehensible and applicable. The researcher compared and discussed the themes, sub-themes, and codes and combined similar ones or eliminated irrelevant ones. While preparing and implementing the Q concourse, the researcher paid attention to include items/statements based on the initially collected qualitative data from the teachers. 54 items were initially written, and the items were examined by six experts in the field of education. Based on the experts’ views, similar items were combined, and irrelevant items were removed. Therefore, only 44 items were included in the concourse.

71 4.5 Factors affecting the Implementation of OPRAS

In assessing the factors affecting the implementation of OPRAS, was assessed by independent variables, (Limited employees involvement in introduction of OPRAS, Poor setting of targets, Limited funds, Poor management, Biasness from supervisors, Late feedbacks after reviews). The study sought to establish the effects of OPRAS on teachers’ performances. The respondents were requested, on five point Likert scale to indicate their effects. The range was from 1 to 5 to show their level of agreement. The score of one meant “strongly disagree” two represented “disagree”, three represent “neutral”, four represent “agree” and five represent “strongly agree”.

Table 4.2  revealed that, 90(75%) of the respondents strongly agreed that limited employees involvement in introduction of OPRAS affects the implementation of OPRAS in the study area, 20(16.7%) of the respondent agreed that limited employees involvement in introduction of OPRAS affects the implementation of OPRAS in the study area, 10(8.3%) of the respondents remained undecided about the limited employees involvement in introduction of OPRAS affects the implementation of OPRAS in the study area.

From table 4.2 results shows that, 55(45.8%) of the respondents strongly agreed that poor setting of targets affects the implementation of OPRAS in the study area, 43(35.8%) of the respondent agreed that that poor setting of targets affects the implementation of OPRAS in the study area, 17(14.2%) of the respondents remained undecided about the poor setting of targets affects the implementation of OPRAS in the study area, 5(4.2%) of the respondent disagreed that poor setting of targets affects the implementation of OPRAS in the study area.
Results from table 4.2 depicts that, 67(55.8%) of the respondents strongly agreed that Limited funds affects the implementation of OPRAS in the study area, 39(32.5%) of the respondent agreed that Limited funds affects the implementation of OPRAS in the study area, 13(10.8%) of the respondents remained undecided about the Limited funds affects the implementation of OPRAS in the study area, 1(0.8%) of the respondent disagreed that Limited funds affects the implementation of OPRAS in the study area. Table 4.2 revealed that, 44(36.7%) of the respondents strongly agreed that Poor management affects the implementation of OPRAS in the study area, 52(43.3%) of the respondent agreed that Poor management affects the implementation of OPRAS in the study area, 24(20%) of the respondents remained undecided about the Poor management affects the implementation of OPRAS in the study area.
From table 4.2 results shows that, 72(60%) of the respondents strongly agreed that Biasness from supervisors affects the implementation of OPRAS in the study area, 28(23.3%) of the respondent agreed  that Biasness from supervisors affects the implementation of OPRAS in the study area, 18(15%) of the respondents remained undecided about the Biasness from supervisors affects the implementation of OPRAS in the study area, 2(1.7%) of the respondent disagreed that Biasness from supervisors affects the implementation of OPRAS in the study area.
Results from table 4.2 depicts that, 42(35%) of the respondents strongly agreed that Late feedbacks after reviews affects the implementation of OPRAS in the study area, 69(57.5%) of the respondent agreed that Late feedbacks after reviews affects the implementation of OPRAS in the study area, 9(7.5%) of the respondents remained undecided about the Late feedbacks after reviews affects the implementation of OPRAS in the study area.
Table 4.2 Factors affecting the Implementation of OPRAS

	
	1
	2
	3
	4
	5
	Total

	Limited employees involvement in introduction of OPRAS 
	0
	0
	10
	20
	90
	120

	Poor setting of targets
	0
	5
	17
	43
	55
	120

	Limited funds
	0
	1
	13
	39
	67
	120

	Poor management
	0
	0
	24
	52
	44
	120

	Biasness from supervisors 
	0
	2
	18
	28
	72
	120

	Late feedbacks after reviews
	0
	0
	9
	69
	42
	120

	Average

Percentage
	0

0
	1.3

1.1
	15.2

12.7
	41.8

34.9
	61.7

51.4
	120

100%


Source: Researcher Findings
72 4.6 Factors affecting the Performance of Teachers’
73 4.6.1 Factors Increasing Teacher Performance

In this theme, the factors increasing the classroom teachers’ job performance are discussed. Based on the answers given by the teachers, similar opinions were brought together in sub-themes and codes. The codes and their frequencies are given in Table 4.3. Table 4.3 displays the factors boosting teacher performance. Based on teacher views, 8 subthemes were seen to affect teacher performance positively. These were organizational factors (n=31), administrative factors (n=19), personal characteristics (n=20), student-related factors (n=16), physical factors (n=10), factors related to parents (n=10), systemic factors (n=8) and competition (n=6). 

Table 4.3 Factors increasing Teacher Performance
	Sub-themes
	Codes
	F

	Organizational factors
	Having good communication with colleagues 

 Having a comfortable work environment

Getting support from the institution

Carrying out social activities 

 Less paperwork
	19

4

2

2

4

	Administrative factors
	Being appreciated by the school principals

Positive attitudes of school principals 
	15

4

	Personal characteristics
	Loving the profession 

Being social

Positive perception of the profession

Having no problems in private life

Being self-disciplined
	10

4

2

2

2

	Student-related factors
	Increased academic success

High readiness

Giving positive feedback

Not having good communication skills

Undertaking social responsibilities 
	4

4

4

2

2

	Physical factors
	Sufficient materials

Clean work environment 
	8

2

	Factors relating to parents
	Cooperation with parents

Positive feedback from parents 

Parents’ dealing with the student
	6

2

2

	Systemic factors
	Establishing a teacher network

The minister being an educator 

 Introduction of a professional law
	4

2

2

	Competition
	Holding practice tests 

Selecting the most successful classroom and student 
	4

2


Source: Researcher Findings (2021)
74 4.6.2 Factors Decreasing Teacher Performance

Under this theme, the factors decreasing classroom teachers’ job performance are presented based on the answers given during the interviews in Table 4.6. As presented in Table 4.4, the factors decreasing teacher performance are covered in nine subthemes: systemic factors (n=50), parent-related factors (n=12), administrative factors (n=28), negative organizational climate (n=6), physical factors (n=12), teacher training and development (n=6), student-related factors (n=4), and personal factors (n=2).
Table 4.4 Factors Decreasing Teacher Performance

	Sub-themes
	Codes
	F

	Systemic factors
	Intensive education programs

The declining prestige of the teaching profession

The constantly changing school-starting age  Continuous changes in the system

No teacher involvement in new practices  Unqualified seminars 

Hourly-paid/substitute teaching

Early school starting time

Double-shift education 

Lack of rewarding 
	12

8

8

6

4

4

2

2

2

2

	Administrative factors
	Pressure on the teacher

Unnecessary paperwork

Generalizing the criticism

Unequal treatment of teachers 

Making a big deal out of little things 

School guard duty

Compulsory pilot/practice exams

Extracurricular tasks
	12

6

2

2

2

2

2

2

	Factors related to parents
	Parents’ indifference 

Lack of collaboration with parents 

Parents’ interference
	14

8

6

	Physical factors
	Inadequate physical infrastructure

Large class size

Lack of materials
	4

4

4

	Negative organizational climate
	Not having good communication with colleagues 

School administration’s distrust in teachers

Deficiency of the social and cultural environment
	2

2

2

	Personal factors
	Poor quality of life

Poor health

Teachers having family problems
	2

2

2

	Training and development of teachers
	Ineffective pre-service education

Lack of professional development opportunities
	4

2

	Student-related factors
	Students’ indifference

Student misbehavior in the classroom
	2

2


Source:  Researcher Findings (2021)
75 4.7 Relationship between OPRAS and Teachers Performance
Coefficient of Correlation was conducted to test the relationship between independent factors and each of dependent factors to determine the influence of OPRAS on teachers’ performance. From the findings in the table 4.5 above, it was clear that there was a positive correlation between Preparation of OPRAS and Average of students (class) performance as shown by a correlation figure of 0.470. There was a positive correlation but not significant between Average of students (class) performance and Identification of the right promotion strategies a correlation figure of 0.223. 
The correlation coefficient of 0.199 implies a positive correlation but not significant between Average of students (class) performance and Initiation of offering rewards. There was also a positive moderate significant correlation between Average of students (class) performance and Identification of the training and development with a correlation of 0.438. The moderate significant correlation coefficient of .347 implies a positive correlation between Average of students (class) performance and Setting of targets for future performance. There was also a positive not significant correlation between Average of students (class) performance and identifying the right disciplinary actions in case one failed to perform with a correlation of 0.187.
Findings in the table 4.5 above show that, it was clear that there was a positive moderate significant correlation between Preparation of OPRAS and Discipline of students (class) as shown by a correlation figure of 0.372. There was a positive effective significant correlation between Discipline of students (class) and Identification of the right promotion strategies a correlation figure of 0.501. The correlation coefficient of 0.331 implies a positive moderate significant correlation between Discipline of students (class) and Initiation of offering rewards. 
There was also a positive effective significant correlation between Discipline of students (class) and Identification of the training and development with a correlation of 0.554. The correlation coefficient of .067 implies a positive very effective significant correlation between Discipline of students (class) and Setting of targets for future performance. There was also a positive moderate significant correlation between Discipline of students and identifying the right disciplinary actions in case one failed to perform with a correlation of 0.352.
Results in the table 4.5 above show that, it was clear that there was a positive not significant correlation between Preparation of OPRAS and Creativity of the teacher as shown by a correlation figure of 0.055. There was a positive effective significant correlation between Creativity of the teacher and Identification of the right promotion strategies a correlation figure of 0.559. The correlation coefficient of 0.273 implies a positive not significant correlation between Creativity of the teacher and Initiation of offering rewards. 
There was also a positive moderate significant correlation between Creativity of the teacher and Identification of the training and development with a correlation of 0.474. The correlation coefficient of 0.169 implies a positive not significant correlation between Creativity of the teacher and Setting of targets for future performance. There was also a positive not significant correlation between Creativity of the teacher and identifying the right disciplinary actions in case one failed to perform with a correlation of 0.294. Table 4.5 above show that, it was clear that there was a positive not significant correlation between Preparation of OPRAS and Overall contribution to school prosperity as shown by a correlation figure of 0.148. There was a positive moderate significant correlation between Overall contribution to school prosperity) and Identification of the right promotion strategies a correlation figure of 0.325. 
Table 4.5: Coefficient of Correlation

	
	
	Average of students (class) performance
	Discipline of students (class)


	Creativity of the teacher


	Overall contribution to school prosperity

	Preparation of OPRAS
	Pearson 
Correlation

Sig.(2-tailed)
	.470**

.009
	.372*

.003
	.055

.005
	.148

.004

	Identification of the right promotion strategies
	Pearson

Correlation
Sig.(2-tailed)
	.223
.002
	.501**

.005
	.559

.001
	.325

.000

	Initiation of offering rewards
	Pearson

Correlation
Sig.(2-tailed)
	 .199

.000
	.331

.000
	.273

.001
	.201

.000

	Identification of the training and development
	Pearson

Correlation
Sig.(2-tailed)
	.438

.007
	.554**

.002
	.474**

.008
	.352**
.009

	Setting of targets for future performance
	Pearson

Correlation
Sig.(2-tailed)
	.347

.000
	.067

.003
	.139

.004
	.483

.001

	Identifying the right disciplinary actions in case one failed to perform
	Pearson

Correlation
Sig.(2-tailed)

	.187*

.007
	.352**

.002
	.294

.003
	.071

.005


**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed)

The correlation coefficient of 0.201 implies a positive not significant correlation between Overall contribution to school prosperity and Initiation of offering rewards. There was also a positive moderate significant correlation between Overall contribution to school prosperity and Identification of the training and development with a correlation of 0.352. The correlation coefficient of 0.483 implies a positive moderate significant correlation between Overall contribution to school prosperity and Setting of targets for future performance. There was also a positive not significant correlation between Overall contribution to school prosperity and identifying the right disciplinary actions in case one failed to perform with a correlation of 0.071.
Table 4.6 Narration of Coefficients


Coefficient

	
	

	No significant
	0.1-0.3

	Moderate Significant
	0.3-0.49

	Effective Significant
	0.5-0.66

	Very Effective Significant
	0.66-above


76 CHAPTER FIVE

77 DISCUSSION OF FINDINGS

78 5.1 Introduction

This chapter presents discussion of findings from chapter four after conducting some analysis from SPSS. The discussion of findings is organized in three sections base on specific objectives of the research study. 
79 5.2 Factors affecting the implementation of OPRAS

In assessing the factors affecting the implementation of OPRAS, was assessed by independent variables, (Limited employees involvement in introduction of OPRAS, Poor setting of targets, Limited funds, Poor management, Biasness from supervisors, Late feedbacks after reviews).
80 5.2.1 Limited Employees Involvement in Introduction of OPRAS

Findings portrayed that, major factor that impeded the performance appraisal system included, limited employees involvement in introduction of OPRAS. This study revealed that majority of the participants did not understand how OPRAS was being implemented due to low level of involvement in introduction of OPRAS. Little level of sympathetic Performance assessment System can originate confusion between person workforce at the entire rank especially teachers in public schools. A high level of understanding under normal condition results into sustained implementation of Appraisal System. These findings contrast with the findings by Dotto (2010) who reported that managers had adequate knowledge about OPRAS and operational staff were aware about the concept and the process.

These findings are very same as those of Hezekiah (2011) about OPRAS in Arusha city council and Arusha district council. She reported that with regard to appraisers’ competence, the two LGAs had incompetent appraisers based on limited training provided. She maintains that the situation hampered their abilities and willingness to implement, adapt and institute Performance Appraisal Systems. Therefore, for effective implementation of OPRAS, it is important for teachers to be well involved in OPRAS introduction so as to be well aware of the whole procedure and goals.
81 5.2.2 Poor setting of Targets 
Analysis of the findings using qualitative and quantitative techniques revealed that, significant challenge that impeded OPRAS implementation included, poor setting of targets. The findings indicated that supervisors are the ones who were setting the objectives contrary to the OPRAS’ guidelines. On this, majority of the respondents revealed that they were not discussing the objectives with their supervisors thus suggesting that OPRAS should be improved. URT (2011) indicated that a yearly contract on objectives, targets, performance criteria and resources require to be settled upon together with the employees and the employers.
Furthermore URT (2011) emphasizes the significance of process which promotes individual responsibility, enhanced transparency and communication between management and teachers. This study agrees with Down (2000) that logic of possession and the sympathetic assessment procedure as distinguished as aspect in making an assessment system are more effective to any organization. Therefore, for effective implementation of OPRAS, it is important for supervisors and supervisee to set and agree together on the objective targets to be accomplished on such specific period.
82 5.3.3 Limited Funds
The study found that, implementation of performance appraisal system was ineffective due to limited funds. Implementation of OPRAS needs money in order to cover areas of implementation. Limited amount of funds hinders proper implementation because there are some areas which will not be well attended due to lack of fund.
83 5.3.4 Poor Management
Findings portrayed that, another factor that impeded the performance appraisal system included, poor management. This indicated that there was a need to have a proper management in order to facilitate implementation of OPRAS in an effective way. The findings signify that leadership style is important in OPRAS implementation. A leadership style describe the approach managers or leaders use to deal with people in their team. Bhambra (2000) contend that leaders guide and motivate their followers in the direction of established goals by clarify roles and task required. Decenzo & Robbins (2003) defines leadership as the ability to influence a group towards the achievement of the goal. 
Therefore for effective implementation of OPRAS leadership style is important because leaders give directions, mobilize the people and resources to make development happen, manage change, take hard decisions and solve problems. Also leaders guide and motivate their followers in the direction of established goals by clarifying roles and task required (Brambra, 2000). 
84 5.3.5 Biasness from Supervisors
Analysis of the findings using qualitative and quantitative techniques revealed that, significant challenge that impeded OPRAS implementation included, Biasness from supervisors. This indicates that, Biasness from supervisors hinders the implementation of OPRAS due to the fact that there is no equal treatment in the whole process. Findings of this study are highly reflected also in the findings of Hamisi (2015), which implies that, the conducting the OPRAS by supervisors was biases in the whole implementations of conducting OPRAS that is why there was no corporation between the employees and employers as an outcome of lack of awareness.
The study agrees with Murphy & Cleveland, 2007) that if supervisors play their role in performance appraisal process effectively, the employees will understand them. Poor and/or lack of knowledge on the part of teachers and supervisors means that, they also lack much needed knowledge, skills, and competencies that are essential for successful implementation of OPRAS.
85 5.3.6 Late Feedbacks after Reviews
The study found that, implementation of performance appraisal system was ineffective due to late feedbacks after reviews. Failure to receive the evaluation feedback results denies the right of employee to know the issues that were encountered during the period on assessment. URT (2011) point out that OPRAS provides an opportunity for the employee to give feedback to the employer on issues that are encountered during the period of assessment and call for improvement. If employer and employees didn’t receive the evaluation feedback this might hinder the effective implementation of OPRAS. Again URT (2011) state that to encourage performance, salary increments will be offered to employees with good performance. 
Since the intention of evaluation feedback is not for the purpose of firing bad performers but to develop them in their academic carrier and motivation, evaluation feedback is of most important to employees and employer for achievement of organizational goals. On the other hand, Amstrong (2006) contented that Employee performance appraisal is the basis of salary increment, promotion, and other rewards; it shows the weaknesses and strengths of the employees and so highlights areas for improvements; and management can make many other decisions like an employee layoff, penalties, and employee development. 
Evaluation feedback is important for teacher academic development, promotion, transfers demotion and provision of other reward tangible and non-tangible. For effective implementation of OPRAS, supervisors and supervisees should make sure that they receive evaluation results from each other in each specific period of implementation.
86 5.4 Factors affecting the Performance of Teachers’
87 5.4.1 Factors Increasing Teacher Performance

In this theme, the factors increasing the teachers’ job performance are discussed. Based on the answers given by the teachers, similar opinions were brought together in sub-themes and codes. It was observed that effective communication with colleagues, a comfortable work environment, organizational support, social activities, and less paperwork were among organizational factors increasing teacher performance. In addition, the administrative factors increasing teacher performance covered the school administrators’ appreciation of teacher success and exemplary behavior and having positive attitudes towards teachers. One of the factors that increased teacher performance was student characteristics. 
It was understood that students’ academic achievement, willingness, high level of readiness, high level of self-confidence, good communication skills, and ability to undertake social responsibilities had positive effects on teacher performance. Teacher views revealed that the physical facilities of the school were also important for teachers to perform well. Having the materials needed, good physical facilities, a clean school environment, and being able to use the resources of different publications were reported to increase teacher performance. Teacher views highlighted the importance of the infrastructure in schools. 
Another performance-increasing factor was related to parents. The collaboration with parents, receiving positive feedback from them, and their involvement in the education process of their children had a positive impact on teachers’ performance. System-related factors were also stated in terms of increasing teacher performance. The participants considered distinct issues in this sense. The education minister’s being an educator, the new minister’s support for teachers, the establishment of a teacher network and the introduction of a professional law on teaching were the system-related factors mentioned The emerging factors based on teacher views indicated that several factors relating to the school organization, parents, school administrators, student characteristics, materials, education system, and physical infrastructure could make positive effects on teacher performance.
88 5.4.2 Factors Decreasing Teacher Performance

Under this theme, the factors decreasing classroom teachers’ job performance are presented based on the answers given during the interviews One of the main factors decreasing teacher performance was systemic factors. Intensive/heavy curricula, the declining prestige of the teaching profession, constant change of the education system and school starting age, inadequate classroom materials, difficulties of changing the schools or province worked, not getting teacher opinions about new practices, unqualified seminars, hourly-paid/substitute teaching, early school starting time, double-shift education practices and lack of rewarding are included among systemic factors
Administrative factors have an important role in decreasing teacher performance. The pressure from school administrators, generalized criticism, not treating teachers equally, giving extracurricular tasks, and making tests compulsory along with unnecessary paperwork, school guard duty, and making a big deal out of little things are included in the administrative factors. 
Furthermore, it was observed that parents could also cause a decrease in teacher performance. Parents’ indifference, the intervention of parents, poor communication with parents, and lack of collaboration with parents were counted among performance-decreasing factors. Furthermore, inadequate physical facilities of schools can be a critical obstacle for teachers to carry out the activities they want. The issues such as inadequate physical infrastructure, lack of materials, and large class sizes were prominent in terms of physical factors. Based on teacher views, ineffective teacher education and lack of professional development affected teacher performance adversely. Among the factors affecting teacher performance negatively were student-related issues. Students’ indifference and undesired student behavior were underlined as student-related factors. 
Taken together, teacher performance was observed to be negatively affected by a variety of issues while fulfilling the responsibilities expected of teachers. One of the main factors affecting teachers’ performance negatively was systemic factors. The systemic factors consisted of issues that teachers could not intervene with and make decisions. This finding may imply the effect of centralization in the education system on teacher performance. Furthermore, the administrative factors were another important reason for perceived low performance, along with ineffective teacher education, student-related factors, parents, and physical infrastructure.
89 5.5 Relationship between OPRAS and Teachers Performance
The findings show that, preparation of OPRAS is an important factor on teachers’ performance. The findings consistent with that of Mwakibete (2015) stated that, for OPRAS to be well implemented its preparation should involve both employees and employers which increase the sense of duty to both parties. When teachers are involved in preparation of OPRAS it helps them to be well aware goals and how to attain them which increase their performance level.
The findings revealed that, Identification of the right promotion strategies has positive impact in teachers’ performance. Noel and Premeaux (1999) stated that the purpose of OPRAS, “A system which is properly designed and communicated can help to achieve organizational objectives and also increase employee performance. The respondents agreed that, once promotion strategies are proper identified their morale for work increase which helps them to perform well. The findings showed that, initiation of rewards has positive influence in teachers’ performance. Songstad et al (2012) found that, hand bonus schemes would have been used as tools for rewarding public servants who have exhausted all posts of promotions in their schemes of service. Writing recognition letters, time off job, taking best performers for tours and other related non financial rewards make the OPRAS meaningful in performance management in relation to rewards. 
The study findings showed that, Identification of the training and development has positive effects in teachers’ performance. Development uses of appraisal are geared toward improving employees‟ performance strengthening their job skills, including counseling employees on effective work behaviors and sending them for training.  A high level of understanding under normal condition results into sustained implementation of Appraisal System which helps to increase teachers’ performance.

The findings showed that, setting of targets for future performance influence positively the performance of teachers. 
The findings relate with Gomez (2001) reported that organizations usually conduct OPRAS for administrative and developmental purposes. Performance appraisals are used administratively in relation with the basis for a decision about the employee’s work conditions including promotions, termination and rewards. Therefore, proper setting of targets helps teachers to set their individual targets and hence attain their goals which help to promote their level of performance.
The study findings revealed that, identifying the right disciplinary actions in case one failed to perform increases the performance of teachers. The major functions of OPRAS are to give employees’ feedback on performance, to identify the employees’ developmental needs to make promotion and reward decisions, to make demotion and termination decisions and to develop information about the organizations selection and placement decisions (Nelson et al., 1985). Therefore, there is a positive relationship between OPRAS and teachers performance which was investigated by using Pearson correlation coefficient. Preliminary analyses were performed to ensure that no violation of the assumptions of normality, and linearity. 

90 CHAPTER SIX

91 SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

92 6.1 Introduction

In this chapter researcher gives summary, conclusion and recommendations based on the research objectives.
93 6.2 Summary of the Study

Objectives of the study were to identify factors affecting the implementation of OPRAS; to assess factors affecting the performance of teachers’; to analyse the relationship between OPRAS and teachers performance.
94 6.2.1 Factors affecting the implementation of OPRAS at Nzega District Council
In assessing the factors affecting the implementation of OPRAS in Nzega district council, respondents strongly agreed and agreed mostly that limited employment involvement in introduction of OPRAS, poor setting of targets, limited funds, poor management, biasness from supervisors, and late feedbacks after reviews were the main factors that hinder proper implementation of OPRAS in Nzega district Council.
95 6.2.2 Factors affecting the Performance of Teachers’ in Nzega District Council
In assessing factors affecting the performance of teachers’ in Nzega district council, the researcher categorized results in terms of increasing and decreasing factors. In increasing factors the researcher found out that, organizational factors, administrative factors, personal characteristics, student-related factors, physical factors, factors related to parents, systemic factors, and competition were the factors which boost the performance of teachers. In decreasing factors the researcher found out that, systemic factors, parent-related factors, administrative factors, negative organizational climate, physical factors, teacher training and development, student-related factors, and personal factors were the factors which decrease teachers’ performance in Nzega district council.
96 6.2.3 Relationship between OPRAS and Teachers Performance at Nzega District Council
The relationship between OPRAS and teachers performance was investigated by using Pearson correlation coefficient. Preliminary analyses were performed to ensure that no violation of the assumptions of normality, and linearity. The results indicate that in a sample of 150 respondents, there is relationship between OPRAS and teachers performance.
97 6.3 Implication of the Study

The following are the implication of the study;
6.3.1 Implication for Policy Makers
National education policies were also perceived as a performance influencing factor. It was stressed that applicability should be taken as a criterion for the reforms in education. Teachers listed their suggestions on educational reforms as follows: carrying out practices that may enhance motivation, paying attention to teacher training, and giving importance to performance evaluation and development. Teacher motivation was often underscored in the present study, which underlines the significance of intrinsic and extrinsic motivation because motivation is revealed to be a performance driving force for teachers (Delvaux et al., 2013; Yardibi, 2018). The results unearthed that teachers considered in-service training insufficient. Consistently, it was revealed that the classroom teaching undergraduate program is not sufficient in Tanzania (Kumral, 2010); teachers had negative attitudes towards in-service training (Karasolak, Tanrıseven, & Konokman, 2013), and it is needed to offer quality in-service training for classroom teachers (Ergin, Akseki, & Deniz, 2012).

6.3.2 Implication for the Industry
The impacts of teaching take a long time to manifest themselves and are difficult to measure, unlike in industries where it is possible to measure performance, for example, whether a machine designed to produce 100 bags of salt or cement will actually produce this number, and where it is easier to identify the reasons for shortfalls. Thus, the reflection of local environment and conditions in which teachers work needs consideration (Gaynor, 1998), if the aim is to improve their work performance and accountability for their teaching. To be effective in raising teacher’s performance through OPRAS, it is important to ensure that teachers are motivated to do their job. Schools must be provided with resources and must be able to decide on their use in accordance with local needs, although a balance in such a democracy is also important to ensure the achievement of objectives.
98 6.4 Conclusions

Various studies on OPRAS put forward that OPRAS contributes to efficiency and effectiveness of the competitive advantage through its effective implementation and not partial implementation. When integrated with the proper articulation of strategic plans, employees’ participation, trust, proper performance feedback, monitoring and performance reviewing process. It leads to a competent career development as the findings revealed that OPRAS encourages good performance by Public Primary Schools Teachers at Nzega District Council. This enhances the long-term competitive advantage of Public Primary School Teachers such as Nzega District Council.
The results of the study pointed out that teacher performance is perceived to be affected by various factors ranging from systemic to personal-level factors. Teachers’ competencies regarding teaching, the systemic features of education in Tanzania, school related factors such as administrative behaviors, teacher training and development, performance evaluation and supervision, parental attitudes, and student behaviors were reported to affect teacher performance. Personal characteristics were not underlined as a primary factor. It was seen that only a few issues were specific to classroom teachers’ performance such as school starting age. Most of the issues emphasized were related to teacher performance at all levels of education. Building a positive school climate and reconstructing some systemic mechanisms of education may positively affect teachers’ job performance. 
Majority accepted that, to be effective in raising teacher’s performance through OPRAS, it is important to ensure that teachers are motivated to do their job. Schools must be provided with resources and must be able to decide on their use in accordance with local needs, although a balance in such a democracy is also important to ensure the achievement of objectives. Lastly, there is a positive relationship between OPRAS and teachers performance. The relationship is based on the factors which define implementation of OPRAS Preparation of OPRAS (identification of the right promotion strategies, initiation of offering rewards, identification of the training and development, setting of targets for future performance, identifying the right disciplinary actions in case one failed to perform) to those which indicates the level of performance by teachers (Average of students (class) performance, Discipline of students (class), Creativity of the teacher, Overall contribution to school prosperity).
99 6.5 Recommendations

Local Government Authorities and Policy makers in educational sector need to continuously train supervisors and supervisee on OPRAS so that they acquire the basic knowledge, skills and competence required for its effective implementation. Heads of secondary schools should coach, mentor and counsel their teachers about OPRAS. Also during appraise and review process, both supervisors and teachers should be involved. Supervisors should also provide feedback to their subordinates. This is critical as it will instill a sense of ownership of the system by teachers, leading to its effective implementation.
Further research can be conducted on the link between personal characteristics and job performance. Comprehensive research examining the antecedents and consequences of teacher job performance may provide significant insights for educational policy-making and school performance. As a small group of teachers participated in the study, the results must be considered and used in light of this limitation. 
100 6.6 Limitations of the Study

The study was done in Nzega district council; therefore, the sample may not be the overall representation of the population of Tanzania. The study recommends future studies should be done in more than a region so that the findings of this study can be validated. The study applied cross sectional research design and quantitative approach. Therefore, the findings of the study were established by inferential analysis without explicit proof. The study recommends future studies could be done through longitudinal research design approach in order to have the more explicit proof on the factors affecting the implementation of OPRAS in Tanzania. Qualitative data collection tools using in-depth interview should be used to generate more factors affecting the implementations of OPRAS in the country.
6.7 Areas for Furthers Studies

The sample was taken from one district only and since respondents have diversity and differences in demographic characteristics which can affect the validity of the sample taken therefore, I urge future research to focus on employees who are working in government offices to see whether similar findings can be derived. 
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APPENDICES

Appendix 1: Questionnaire
Dear Respondent,

My name is Andrew Mabala, a student at the Open University of Tanzania under the faculty of business management. Currently I am conducting a study on “the effects of OPRAS on teachers’ performance at Nzega district. I therefore kindly request you to spare sometime to fill this questionnaire. The success of this study depends on your cooperation. The information generated from this survey will be used exclusively for academic purposes. Your assistance and cooperation will be highly appreciated.

I. Background information 

Instruction: Please put a tick in one box only and fill in where necessary 

1. Gender:                  
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2. Age: 
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3. Education Level
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[image: image12.wmf]Professional Qualification


4. Marital Status
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5. Experience
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II. Factors affecting the implementation of OPRAS

The following statements provide information related to factors affecting the implementation of OPRAS. Please indicate your response regarding factors affecting the implementation of OPRAS by ticking once in the most appropriate box showing the extent to which you agree or disagree to the provided statements in a 5 point scale ranging from 5 (strongly agree) to 1(strongly disagree). 

	s/n
	Statement 
	Response

	
	
	1
	2
	3
	4
	5

	1
	Limited employees involvement in introduction of OPRAS 
	
	
	
	
	

	2
	Poor setting of targets
	
	
	
	
	

	3
	Limited funds
	
	
	
	
	

	4
	Poor management
	
	
	
	
	

	5
	Biasness from supervisors 
	
	
	
	
	

	6
	Late feedbacks after reviews
	
	
	
	
	


III. Performance appraisal implementation

The following statements provide information related to OPRAS implementation. Please indicate your response by ticking once in the most appropriate box showing the extent to which you agree or disagree to the provided statements in a 5 point scale ranging from 5 (strongly agree) to 1(strongly disagree). Were you involved in….

	s/n
	Statement 
	Response

	
	
	1
	2
	3
	4
	5

	1
	Preparation of OPRAS 
	
	
	
	
	

	2
	Identification of  the right promotion strategies
	
	
	
	
	

	3
	Initiation of offering rewards
	
	
	
	
	

	4
	Identification of the training and development
	
	
	
	
	

	5
	Setting of targets for future performance 
	
	
	
	
	

	6
	Identifying the right disciplinary actions in case one failed to perform?
	
	
	
	
	


Key: 5 (Strongly Agree), 4 (Agree), 3(Neutral), 2(Disagree), 1(Strongly Disagre)
IV. Teachers’ Performance
The following statements provide information related to Teachers’ Performance. Please indicate your response by ticking once in the most appropriate box showing the extent to which you agree or disagree to the provided statements in a 5 point scale ranging from 5 (strongly agree) to 1(strongly disagree).
	s/n
	Statement 
	Response

	
	
	1
	2
	3
	4
	5

	1
	Average of students (class) performance
	
	
	
	
	

	2
	Discipline of students (class)
	
	
	
	
	

	3
	Creativity of the teacher
	
	
	
	
	

	4
	Overall contribution to school prosperity
	
	
	
	
	


Thank you for taking part in this study
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