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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study was set to assess the factors affecting the effective use of the Open Performance Review and Appraisal System (OPRAS) in Tanzania Local Government Authorities at Kishapu District Council. The study was guided by three specific objectives; to determine the effect of Skills and knowledge of employees on the effective use of OPRAS, to determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS, to determine the effect of Performance targets setting on effective use of OPRAS. The study was quantitative and it adopted a case study research design where simple random sampling was used to collect data from 244 respondents. Data were analyzed using descriptive statistics and a linear regression model. The findings of the study revealed that skill and knowledge, strictness with appraisal outcomes and performance target setting significantly determine the effective use of OPRAS. The study recommended that organizations should provide training regularly to all employees to bring a sense of ownership on the importance of OPRAS, Performance targets should be realistic to yield expected outcomes which are reflected in society and the organization should stick to putting into action OPRAS outcome because it is where employee's obligations, rights and sanctions are preserved and also the emphasis should focus on improving performance to poorer performer.

Keywords: Performance Appraisal, OPRAS, Performance targets, Performance Management
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
This chapter is an introductory part of the study which comprises the background of the study, statement of the problem, research objectives, research questions, significance and organization of the study.
1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
In the recent world of competition, the success, development and growth of an organization needs a formal organized performance appraisal system which will be used to evaluate employee performance regularly to assess the success of employees in their assigned roles. Performance appraisal is when the performance of employees is assessed about their level of job performance. Toppo and Prusty (2012) 

The effective implementation of Performance Appraisal has drawn the attention of researchers around the world. In Poland Sułkowski et al (2020) found that the major setback in the implementation of an effective Performance Appraisal is the lack of consequences that emerge if performance is weak, performance appraisal seems to be mainly symbolic, which means that Performance Appraisal practices were reinforced by external pressures for legitimacy and accountability.   

In Egypt Zaki, Fekr & El – Hemed (2018) when assessing the current performance appraisal system for staff nurses at selected (MOH) hospitals in El-Minya governorate, they find that Performance Appraisal System objectives at the hospital were not clear and not communicated to all hospital employees as well as to staff nurses. 

In Ghana, Danku et al (2015) observed that the Performance Appraisal exercise was not given the seriousness it deserved by both the appraiser and appraise which undermines the integrity of the whole process. Also, failure to act on appraisal results in many of the challenges described as the lack of commitment by Authorities to the Performance Appraisal System. 

In Tanzania, the government introduced Open Performance Review and Appraisal System in 2004, through the No 2 of the 2004 Circular. Open Performance Review and Appraisal System (OPRAS) replaced the Confidential Performance Appraisal (CPA) which lacked accountability in employees appraisal (Mwasimba & Matimbwa, 2018)

Open Performance Review and Appraisal System (OPRAS) emphasizes the importance of involving employees in objectives setting, implementation, monitoring and reviewing processes, which promote individual accountability, and improve transparency and communication between management and employees. Mwasimba & Matimbwa (2018)

Mwita & Andrea (2019) when assessing employee Performance Management systems in health facilities, the study found that a considerable number of workers do not understand well how to use the performance management system in place (Open Performance Review and Appraisal System). Employees do not have sufficient autonomy to identify and discuss what they are supposed to achieve. 

Ilomo & Anyingisye (2020) on the effectiveness of the Open Performance Review and Appraisal System revealed that secondary school teachers perceived the management and supervision process of the Open Performance Review and Appraisal System was not effective. Heads secondary schools didn't coach mentor and counsel their teachers about Open Performance Review and Review Appraisal System. Teachers didn't sign annual performance agreements and account for their performance; the teachers didn't receive copies (feedback) of their performance development of mid-year and annual reviews and didn't comment on their performance appraisal report. 

Nchimbi (2019) on the implementation of an Open Performance Review and Appraisal System in Tanzania Local Government Authorities found that the Open Performance Review and Appraisal System as a tool for managing performance in Public Service in Tanzania do not help employees set and achieve meaningful goals. The system is not adequate to improve employee performance, contrary to the aim of its establishment which was to improve organizational performance by linking the individual goals with that of the organization. 

Alman & Yusuph (2020) on Performance Appraisal Experiences and Its Implications on Human Resource Decisions in Decentralized Health Services in Shinyanga Region, found that Open Performance Review and Appraisal System as an instrument for assigning responsibilities and assessing employees' performance in the decentralized health services in the country was ineffectively used. Open Performance Review and Appraisal System forms are filled for the sake of showing the higher authority that employees adhere to the requirements and not for assigning responsibilities and assessing employees' performance.

The Government of Tanzania insists on the implementation of the Open Performance Review and Appraisal System through circulars and regulations, every public servant in public service shall sign individual performance contracts with their respective supervisors every year through Open Performance Review and Appraisal System in their respective jurisdictions. The Public Service Regulations 2022 section 25 (1) (a – d) 

Local government Authorities are where the 'rubber meets the road' in public service provision because it is where government monies are disbursed for the implementation of various developmental projects. Large amounts of funding and personnel have been and continue to be transferred from the central government to districts that are now responsible for carrying out many government functions, including most public services. Setiawan et al (2022)  

This study is intended to assess the factors affecting the effective use of the Open Performance Review and Appraisal system in local government Authorities in Kishapu District Council. 
1.3 Statement of the problem TC "1.3 Statement of the problem" \f C \l "1" 
Employees at Kishapu District Council are required to sign individual performance contracts with their respective supervisors every year through Open Performance Review and Appraisal System (The Public Service Regulations 2022) Open Performance Review and Appraisal System formulated in encouraging accountability and effectiveness in service delivery. Both supervisors and subordinates discuss objectives and goals which are communicated and mutually agreed upon by both parties. Nchimbi (2019) 

Considering the expectations of the Open Performance Review and Appraisal System in improving accountability and effectiveness in service delivery, studies reported ineffective implementation of OPRAS. Alman & Yusuph (2020) investigated the Performance Appraisal Experiences and Their implication on Human Resources Decisions in Decentralized Health services in Shinyanga and reported that individual employee’s performance was ineffectively evaluated due to the ineffective use of the Open Performance, Review and Appraisal System (OPRAS). The same related findings by Ilomo & Anyingisye (2020) observed that secondary school teachers perceived that the management and supervision process of the Open Performance Review and Appraisal System (OPRAS) was not effective.  They suggested that Local Government Authorities and Policymakers in the educational sector need to train supervisors on Open Performance Review and Appraisal System so that they may acquire the basic knowledge, skills and competence required for its effective implementation. Nchimbi (2019) on the implementation of an Open Performance Review and Appraisal System in Local Government Authorities observed that Open Performance Review and Appraisal System currently used in Iramba District Council is not adequate at improving employees’ performance. 

Despite the Government of the United Republic of Tanzania insisting on the implementation of the Open Performance Review and Appraisal System (OPRAS) through circulars and regulations studies reported ineffective implementation of the tool, therefore the researcher questions why the tool is ineffectively implemented despite of Government efforts on the use of a tool.  

Hardly any study has been conducted in Kishapu District Council; therefore, this study intends to address the unaddressed issues on the factors affecting the effective use of the Open Performance Review and Appraisal System in Kishapu District Council.

1.4 Objective of the study TC "1.4 Objective of the study" \f C \l "1" 
1.4.1 General objective TC "1.4.1 General objective" \f C \l "1" 
The general objective of the study was to assess factors affecting the effective use of OPRAS by Local Government Authorities in Tanzania at Kishapu District Council.
1.4.2 Specific objective TC "1.4.2 Specific objective" \f C \l "1" 
i. To determine the effect of Skills and knowledge of employees on the effective use of OPRAS

ii. To determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS

iii. To determine the effect of Performance targets setting on the effective use of OPRAS
1.5 Research questions: TC "1.5 Research questions:" \f C \l "1" 
From the above objectives, the study will be guided in answering the following questions to fulfil the research goals.

i. Do employees know the use of OPRAS? 

ii. Are appraisal outcomes strictly determined by OPRAS outcome? 

iii.  How do employees participate in setting performance targets?
1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
The significance of the study can be viewed in various disciplines. The government which is the big service provider and service delivery exclusively depends on proper management of human resources provides insights on improving employees' performance appraisal system to ensure accountability and participation and enhancing good relations between the implementers of the system. The effective use of OPRAS will discover the needs of employees and enable measures to be taken to improve the efficiency and effectiveness of an individual in Public Service. 

In academic discipline, the study will provide knowledge on the factors affecting the effective use of OPRAS in Local Government Authorities and measures on how to ensure proper implementation of the performance appraisal system. The knowledge obtained from the study will provide room for further studies in their respective areas, ultimately helping the Government in improving the shortcomings of open performance appraisal implementation.

Moreover, the findings and recommendations of the study on factors affecting the effective use of OPRAS will help the Government in addressing the shortcomings, hence improving performance in public service.  As quality service delivery is a government desire, effective use of OPRAS will bring a sense of individual accountability, imparting the spirit of goal accomplishment which will help in improving the provision of quality services to the public. 
1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1" 
This study is organized into five chapters. The first is chapter one which covered the background of the study, statement of the problem, research objectives, research questions and significance of the study. The second chapter is a literature review which contained a conceptual definition, theoretical literature review, empirical literature review, research gap, and conceptual and theoretical framework which showed the origin and relevance of the study problem.

The third chapter is a research methodology which covered the research philosophy, research approach, research design and scope of the study, target population, sample and sampling techniques, data collection methods, data cleaning, validity, reliability and ethical consideration.

The fourth chapter is the research findings and discussion of the study. 

The fifth chapter is the recommendations and conclusion of the study which provides a summary of the findings, conclusion, recommendations and area for further studies. The study ends up with references and appendixes. 

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1"  

2.1 Overview TC "2.1 Overview" \f C \l "1" 
This chapter defines key terms and a theoretical and empirical literature review of the study.
2.2 Conceptual Definition TC "2.2 Conceptual Definition" \f C \l "1" 
2.2.1 Open Performance Review and Appraisal System (OPRAS) TC "2.2.1 Open Performance Review and Appraisal System (OPRAS)" \f C \l "1" 
OPRAS is the formal and systematic process where both employer and employees are involved in setting performance targets aiming at achieving organizational goals. Performance cannot be attained in the absence of resources; employees have to be assured of the availability of resources to enable them to accomplish performance targets. Performance targets are effectively monitored in a way that allows review after six months when obstacles likely to affect the implementation of performance goals are identified, and supervisors and subordinates agree on further development plans to help individuals to achieve organizational goals. After twelve months achievements are evaluated, supervisor and subordinate compromise on the performance to be recorded. 

According to Issa (2010), OPRAS is a system which requires every public servant to sign an individual performance agreement with his/her immediate supervisor which sets performance targets per year". It has been part of the broader public sector employment reform termed the Public Service Reform Programme (PSRP), to improve service delivery in the public-service system. The OPRAS agreement is the basis for employee-performance appraisal at the end of the year. 

2.2.2 Performance Appraisal TC "2.2.2 Performance Appraisal" \f C \l "1" 
Performance appraisal can be defined as the formal assessment and rating of individuals by their managers at, usually, an annual review meeting Armstrong, 2006

Alo (1999) defined performance appraisal as a process involving the deliberate stocktaking of the success, that an individual or organization has achieved in performing assigned tasks or meeting set goals over some time. It, therefore, shows that performance appraisal practices should be deliberate and not by accident. It calls for a serious approach to knowing how the individual is doing in performing his or her tasks.
2.2.2 Performance Management TC "2.2.2 Performance Management" \f C \l "1" 
Performance Management is a continuous process of identifying, measuring and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization Armstrong (2014)

Performance management is a strategic and integrated process that delivers sustained success to organizations by improving the performance of the people who work in them and by developing the capabilities of individual contributors and teams Armstrong (2000)
2.2.2 Local Government TC "2.2.2 Local Government" \f C \l "1" 


Local government is the government at the local level exercised through Representative Council established by law to exercise specific powers within defined areas Akpan & Ekanem (2013) Local government is conceived as a form of public administration which, in a majority of contexts, exists as the lowest tier of administration in a governmental system (Chukwuemeka, et al (2014)

Local government is a system of local administration under local communities that are organized to maintain law and order, provide a limited range of social amenities, and encourage cooperation and participation of inhabitants towards the improvement of their living conditions (Mzee, (2008))
2.2.3 Authority TC "2.2.3 Authority" \f C \l "1" 
The context in which belief is based can define authority. According to Max Weber (1978) there three types of authority which are: rational grounds – resting in a belief in the legality of normative rules (Legal Authority), traditional grounds – resting upon established belief in the sanctity of immemorial traditions and charismatic grounds – resting upon devotion to the specific and exceptional sanctity heroism or exemplary character of a person. 
2.2.4 Effectiveness. TC "2.2.4 Effectiveness." \f C \l "1" 
According to Productivity Commission (2013), effectiveness is the extent to which stated objectives are met and the policy achieves what it intended to achieve. The goal can be as broad or as narrow as is deemed appropriate a continuum exists, ranging from achieving very specific outputs (such as 'increasing the number of solar heating panels installed in new houses') to very general outcomes (such as 'improving the environment' or even 'improving community living standards or wellbeing').
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review." \f C \l "1" 
 Theories which were discussed in this study are Goal Setting Theory and Expectancy theories which are focused on job performance.
2.3.1 Goal Setting Theory TC "2.3.1 Goal Setting Theory" \f C \l "1" 
Goal-setting Theory assumes that human action is directed by conscious goals and intentions Locke & Latham. (1990) This theory articulates that, conscious human behavior is purposeful. The theory focuses on performance in the sense that lies in the domain of purposefully directed action. Human beings possess a higher form of consciousness, the capacity to reason. They have the power to conceptualize goals and set long-range purposes (Latham, 1991)

The theory focuses on the assumption that why if people are equal in ability and knowledge and perform work tasks differently, the reason for aggregate performance is employees differ on performance goals. 

Goal setting theory is based on the assumption that human behaviour is purposeful, it is regulated by the individual's goal OPRAS emphasize that the individual be involved in setting objectives, implementing, monitoring and reviewing process which helps employees understand the linkage between organizational objectives and individual goals, hence provide a path to the individual to perform a given task. 

Motivation and performance are higher when individuals are set specific goals and where there is feedback on performance. Participation in goal setting is vital because it is where an agreement to the setting goals is agreed. Feedback plays a vital role in maintaining motivation, particularly towards the achievement of even higher goals because shortcomings are identified and rectified on the set of implementations (Armstrong, 2014)

The strength of the theory regarding performance, it establishes a purpose for the organization and employees to achieve. The established purpose drives direction, commitment and effort to accomplish it. This is because employees with clear quantified monthly goals are motivated to attain their goals. After all, they have been assigned a particular role which he/she must achieve while contributing to organizational goals. Also, goal-setting theory may increase employee effectiveness which would lead to higher productivity because it increases employees' level of effort and performance.  

Despite the contribution of the theory on commitment, purpose, effort and productivity which accelerate individual and organisational performance, the theory may encourage unethical behaviour in employees to reach their targets which can harm the organization. This can be contributed by the desire to earn the reward for achieving the goals and avoiding sanctions.  Some organizations, leaders and employees may avoid it because they perceive it as stressful and fearful. 
2.3.2 Expectancy Theory TC "2.3.2 Expectancy Theory" \f C \l "1" 
Vroom (1964) developed an Expectancy theory with a direct application to work settings, which was later expanded and refined by Porter & Lawler (1968) and others (Pinder, 1987) and Lunenburg (2011), The theory put on emphasizes that individual will be motivated depending on expectancy calculated such as needs, experience, good salary, job security and advancement. Effort induced on a certain work will lead to acceptable performance which needs to be rewarded and the value of the reward is highly positive.

OPRAS is designated in helping employees to improve performance by identifying shortcomings through an evaluation which gives room for them to Management prepare means of rectifying identified shortcomings. Expectancy theory expresses motivating employees through the recognition of efforts given out to yield high performance which is OPRAS emphasize. 

The application of this theory to organizations is that performance of employees depends on leaders' trustworthy on employees by providing all necessary required resources that will enable them to perform successfully such as appointing employees with required skills and knowledge, clarifying job requirements, measuring performance accurately and individualizing rewards.

Despite the theory focusing on the provision of requirements to employees to give out required performance, the organization can't be led by individual emotions rather employees should attach their goals to organization objectives that ought to be achieved. It is impossible to reward each employee for what she prefers because human beings are selfish.  

The study adopted Goal Setting Theory because OPRAS is all about goal setting in an organization where individuals participate in the whole process of setting goals and feedback is given back to them which helps in identifying shortcomings for future improvement.
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
2.4.1 Worldwide Context Review TC "2.4.1 Worldwide Context Review" \f C \l "1" 
In Thailand Yoopetch, Nimsai & Kongarchapatara (2021) conducted a study on the Effects of Employee Learning, knowledge and satisfaction on Employee Performance and Career Growth in the Hospitality Industry. The study aimed to investigate the relationships among factors at the employee level including employee learning and knowledge. Convenience sampling was employed in the study.

Data were collected using questionnaires from 608 employees in three sectors of the service Industry; airlines, hotels and spas. The structural equation modelling technique was applied to measure the relationships of variables. 

The results of the study indicated that employee learning, employee knowledge and employee satisfaction were influential factors for employee performance. Furthermore, employee performance showed a significant positive effect on career growth. 

The study achieves its two objectives on the effects of employee benefits, employee satisfaction and employee knowledge on employee performance. The findings indicated that learning, satisfaction and knowledge had positive influences on performance.

Despite the study achieving its objectives, the study did not give recommendations which give suggestions to address issues identified in the research. The current study provided recommendations which are providing regular training, realistic performance targets and putting in action Open Performance Review and Appraisal System.  

In India Gogoi & Baruah (2021) investigated the Individual perception of goal setting and its relationship with employee outcomes. A questionnaire was employed to collect data from 640 participants from six profit-making CPSEs present in Assam, Oil and Natural Gas Corporation Ltd (ONGC), Indian Oil Corporation Ltd. (IOCL), Power Grid Corporation of India Ltd (PGCL), Oil India Ltd. (OIL), Airport Authority of India (AAI) and North Eastern Electric Power Corporation Ltd. (NEEPCO). Purposive sampling was used to get the sample of the study. 

Regression analysis was carried out to measure the impact of goal setting on employee outcome, the findings of the study indicated that goal setting has a positive impact on employee outcome and that employee outcome increases with a better goal-setting process. The correlation analysis established the relationship between goal setting and employee outcome.

The study conclusion suggested that Employee Outcome can be enhanced through proper goal setting and those goal-setting variables have a direct impact on Employee Outcome, the CPSEs should attempt to re-evaluate the goal-setting process and focus on all the other factors that make the goal-setting process more effective, the CPSEs should focus more on increasing the positive aspects and reducing the effects of the negative aspects and the organizations can provide the employees with high goal-specific support so that they can obtain realistic expectations concerning goals. 

The study presented well the findings of the study which achieved its objectives, the findings of the study indicated that goal setting has a positive impact on employee outcome and that employee outcome increases with a better goal-setting process. 

Despite the study presenting well the findings, the study abstract did not offer a clear overview because it lacked recommendations. 

In Jordan Rahahleh, Alabaddi & Moflish (2019) conducted a study on the Impact of Performance Appraisal on Employees in Banks operating in South Jordan. The Research employed a quantitative approach to examine the effect of Performance Appraisal on employees' performance in the banking sector in Ma'an, Jordan. In an attempt to inspect and analyze the data associated with the hypotheses, the study used the Smart Partial Least Square – Structure Equation Modeling (PLS–SEM).  The findings of the study revealed that performance standards do not influence employee performance, communication standards, corrective action and comparing actual performance, with employee standards and giving feedback influences employees' performance. 

The study concluded that there is a positive impact of employees' work performance, on performance appraisal with a significance of 5%., there is a negative impact of establishing performance standards on employee work performance with a significance of 5%., there is a negative impact of established communication standards on employee work performance with a significance of 5%, there is a positive impact of measuring actual performance and comparing it with standards on employee work performance with a significance of 5% and there is a positive impact of corrective action on employee work performance with a significance of 5%

The study recommended on the performance appraisal system use cards to measure the performance of workers, training and development, more studies on performance evaluation and its impact on performance measurement and employees having freedom while following specific standards.

The application of the quantitative approach in examining the Effect of Performance Appraisal on Employees Performance in the banking sector enabled the researcher to present tables and graphs understandably. 

Despite the understandable presentation of tables and graphs, the study did not show clearly how a sample of the study was obtained. The current study showed clearly a sample of the study that was randomly obtained and Yamane’s formula was used to get the sample size of the study. 

Al – Habsi & Madbouly (2021) conducted a study on the Effect of Performance Appraisal Systems on Employees and Organizations in Omani Private and Government institutions. The study used a quantitative method to achieve the aim of the research and data from employees working in Omani Private and Public Institutions was collected by using a questionnaire, where 400 questionnaires were distributed to both Institutions Public and Private. ANOVA test was used to analyse the difference between the appraisal systems implemented in the Public and Private Sectors. 

The findings of the study revealed the high effectiveness of the appraisal systems implemented in their institutions towards the development of the personal careers of employees and the achievement of the organizations' objectives. Respondents agreed that the implemented appraisal system enables companies to "Motivate employees to perform better", "Improves the overall performance", "Enables the institution to survive", "Enables the institution to achieve its' goals", "Creates a culture of employees to have a high level of commitment" and "Has accountability for employees which control them".

The research concluded that the study is important for the management of Omani organizations, as it pays attention to the need to make some improvements in different sides of the currently implemented appraisal systems even in private or public sector organizations. 

The study questions were reflected in the literature review in measuring employee performance, the impact of the performance Appraisal System on Employees and Organizations and the performance appraisal system. 

Despite the study reflecting research questions in the literature review, the study did not give recommendations which give suggestions to address issues identified in the research. The current study provided recommendations which are providing regular training, realistic performance targets and putting in action Open Performance Review and Appraisal System. 

In Qatar Mehrez & Al – Jedaia (2020), conduct a study on the effect of performance appraisal on job performance in the Governmental sector: The mediating role of motivation.  A quantitative descriptive method was adopted in this research to investigate the impact of the independent variables PA on the dependent variable's motivation and job performance.  To find the relationship between the suggested hypothesis Correlation Coefficient and Linear Regression were employed. The findings of the study revealed that some factors of PA had important impacts on motivation and job performance such as PAP and PAE while PAC and PAL did not have any impact on motivation and job performance. Also, motivation correlates with job performance and it has effects on it. The study statistically proved the effect of Performance Appraisal purposes such as training, development, recognition and rewards had impacts on employees. 

The study concluded that some factors of Performance Appraisal had important impacts on motivation and job performance such as Performance Appraisal Purpose and Performance Appraisal Evaluation while other factors such as Performance Appraisal Criteria and Performance Appraisal Leadership did not have any impact on motivation and job performance. 

A literature review helps a researcher to gain an understanding of a relevant topic of his study. The study presented well a conceptual framework on how the Independent variable's Performance Appraisal Purpose, performance Appraisal criteria, leadership style and performance Appraisal Evaluation affected the dependent variable Motivation. Through knowledge gained from different articles, the study presented a conceptual framework on how the Effective use of the Open Performance Review and Appraisal System is affected by the skills and knowledge of employees, performance targets and strictness of appraisal outcomes.

Despite presenting well conceptual framework the study did not present recommendations which give suggestions to address issues identified in the research. Furthermore, the study did not show from which population 294 responses were drawn. The current study provided recommendations which are providing regular training, realistic performance targets and putting in action Open Performance Review and Appraisal System. 
2.4.2 African Context Review TC "2.4.2 African Context Review" \f C \l "1" 
In Kenya Moraa & Datche (2019) conducted a study on the Effect of Performance Appraisal on Employee Performance National Health Insurance Fund being the case. The study specifically sought to establish the effect of goal setting, performance planning, performance review and feedback on employee performance. The target population of the study comprised 306 employees working in the NHIF Head Office in Nairobi County. Structured questionnaires were used to collect data from the respondents. Data collected from the respondents were analysed by using descriptive statistics which included frequency distribution, percentages and mean and inferential statistics which included correlation and regression. 

The findings of the research revealed that the organization develops goals which are realistic and attainable; the organization involves all employees in every rank when setting up goals, and the organization aligns organizational goals with individual goals to avoid cognitive dissonance. 

Also, findings of the study indicated that the organization communicates performance objectives to the employees before planning and the organization identifies required competencies before performance planning. Furthermore, study findings deduced that the organization provides performance appraisal feedback on an annual basis and performance feedback is given effectively by performance evaluation systems in place.

The study concluded that the organization develops goals which are realistic and attainable, employee performance is reviewed in annual intervals based on performance indicators and the organization sets performance standards which are fair and achievable and the organization provides performance appraisal feedback annually.

The study recommended that the organization should develop goals which are realistic and attainable. The organization should spell out performance objectives before planning and the organization should further identify required competencies before planning for the performance. Employee performance should be reviewed in annual intervals based on performance indicators and the organization should set performance standards which are fair and achievable

The research presented well theories relating to the subject at hand which are Control theory, Goal setting theory and Social Cognitive theory.  The current study enjoyed theories referred to and adopted Goal setting theory in assessing factors affecting the effective use of the Open Review and Appraisal System. 

Despite the study presenting well theories, ethical consideration was not clearly shown which is important to protect the right of participants. The present study adhered to principles of ethical consideration to protect the welfare of the participants. 

In Nigeria, Binta et al (2019) conducted a study on the Effects of Performance Appraisal on Employee Productivity in the Federal Ministry of Education headquarters in Abuja. The study used a survey research design and the sample size was 400 which was determined using the Taro Yamane formula. Data for the study was collected using a structured questionnaire and analyzed using descriptive and OLS analysis. 

The findings of the study revealed that the coefficients of appraisal performance and employee feedback had a positive and significant effect on employee productivity for the period under study. The coefficients of employee training and employee compensation had a positive but insignificant effect on employee productivity for the period under study. 

The study recommended that multiple appraisal methods should be introduced to further encourage objectivity and eliminate biasedness in the appraisal of workers in the Ministry.

The study had a population of one thousand seven hundred and ninety-seven.  The study presented well sampling techniques which are purposive sampling and random sampling, purposive sampling was used to select employees of the Federal Ministry of Education Headquarters and random sampling was used to select five hundred employees from each department and unit in a proportionate number of employees in each department. The present study employed a random sampling technique to select representative respondents and the proportionate formula was applied to avoid biasedness.

Despite the study presenting well a sampling, ethical consideration was not clearly shown which is important to protect the right of participants. The present study adhered to principles of ethical consideration to protect the welfare of the participants. 

In Kenya Owino, Oluoch & Kimemia, 2019 conducted a study on the Influence of Performance Management Systems on Employee Productivity in County Referral Hospitals of Kiambu County. The research adopted a descriptive cross-sectional study design to investigate the effect of the performance management system on employee productivity in county referral hospitals of Kiambu County. Correlation and regression analysis were used in analyzing data obtained from the respondents. Pearson correlation tests were used to determine the extent to which performance management components within each category were related to employee productivity and multiple regression analysis was used to determine whether the management (planning, appraisal, reward and feedback) were predictive of employee productivity. The findings of the study revealed that the four variables investigated that is planning, appraisal, feedback and reward had a significant and positive influence on employee productivity in referral facilities in Kiambu County. 

The study recommended setting clear, realistic goals as a team, having regular review discussions on performance with employees, providing regular constructive feedback and a reward system should be linked to the results of the appraisal which is just and fair.

The study comprised three referral facilities that are Gatundu, Thika and Kiambu. To get a good representative sample without biases, the study employed proportionate stratified sampling to get three hundred and ten respondents. 

Despite employing proportionate stratified sampling to get a representative sample, the study did not clearly show the population where three hundred and ten respondents were drawn. The present study showed clearly a population where two hundred and forty-four respondents were drawn. 

In Zimbabwe Ziyaminyana & Pwaka (2019) conducted a study titled An Investigation into the Impact of Performance Management Systems on Employee Productivity: The Case Study of Information and Communication Technologies (ICT) Companies in Harare. The study employed a quantitative method of data analysis collected from the sampled respondents obtained from the population of employees. Correlation analysis and Regression analysis were used to analyze data obtained from respondents where Pearson correlation analysis was used to measure the relationships between independent and dependent variables and Regression analysis was used to determine the impact of the performance management system on employee productivity. 

The findings of the study revealed that performance appraisal feedback may contribute to improved productivity, performance appraisal made employees work harder and encourages cooperation between supervisor and supervisees, training and retraining of supervisor would eliminate performance problem and performance rewards improves employee’s productivity. 

The study concluded that performance appraisal was contributing insignificantly in ensuring that employees increase their productivity, proper training and reorientation of supervisors on appraisal issues would positively improve the performance evaluation of employees resulting in increased productivity, organizations with superior performance appraisal rewards can have improved employee productivity and appraisal feedback may contribute to improved employee productivity. 

The study recommended that Management should explain the value and importance of appraisal, workers to be consulted on training, communication to be a daily responsibility for everyone in the organization and rewards go beyond salary at the end of the month. 

The study had a good flow of information which enabled the research to accomplish the intended targets. Ethical consideration is explained well in an understandable manner, the present study gained a body of knowledge from the previous study. 

Despite presenting a good flow of information, the study did not show a formula of how 312 respondents were selected from 1428 employees because 10 organizations were incorporated. The present study showed how a sample of 244 respondents was drawn from the universal population. 

Rwothumio et al (2021) conducted a study on the Influence of Performance Appraisal in Determining Academic Staff Performance in Public Universities in Uganda. The study used a mixed method design using a convergent parallel approach was employed to collect and analyse data from a population of 4 Vice-Chancellors, 4 Directors of Human Resources and 1127 full-time academic staff. Purposive and stratified samplings were used to select the respondents from the sample. Data was collected by the use of interviews and structured questionnaires. Data obtained from the respondents were analyzed by Pearson's Correlation, linear regression and factor analysis for quantitative and thematic content analysis for qualitative.

Findings of the study indicated a moderate positive relationship existed between performance appraisal and academic staff teaching output in public universities (r = 0.452, p < 0.01) and a moderately positive relationship existed between performance appraisal and academic staff research output (r = 0.379, p < 0.01). Furthermore, results from the interview held with the Vice Chancellors and directors of human resources reveal that departmental heads and faculty or school deans need to be trained on how to effectively carry out performance appraisal of academic staff. However, the findings showed that training needs identification and performance improvement were still lacking in the public universities' appraisal system. The current performance appraisal was done for perfunctory reasons and it lacked effectiveness. 

The study concluded that performance appraisal for academic staff should target the key performance issues of teaching outputs among academic staff, performance appraisal can increase academic staff research output substantially when properly implemented and many of the academic staff lacked interest in researching because they did not see how it was related to their performance. 

The study recommended Ugandan public universities need to revise the existing performance appraisal system to make it more relevant to the key work roles of academic staff of teaching and research outputs, the implementation, monitoring and provision of feedback on performance should be open and practical, effective mechanisms should be put in work environments to ensure tangible and practical performance management outcomes and the university management should introduce performance management strategies including performance contracts. 

The statement of the problem presented well issues that were aimed to be addressed. The statement of the problem is presented understandably.

Despite presenting well issues in the statement of the problem, the study provided only one theory which is Social Exchange Theory, alternative theory should be provided and the reasons for opting for Social Exchange Theory in comparison with the alternative theory. The present study provided two theories on performance which are Goal Setting Theory and Vroom Expectancy theory. The study opted for Goal setting theory because Open Performance Review and Appraisal Systems are all about goal setting. 

2.4.3 Tanzania Context Review TC "2.4.3 Tanzania Context Review" \f C \l "1" 
Alman & Yusuph (2020) conducted a study on Performance Appraisal Experiences and Their Implications on Human Resource Decisions in Decentralized Health Services in Shinyanga Region. The study employed a mixed approach in collecting data from 308 respondents, quantitative being dominant and hence descriptively analysed. Multi-stage sampling was used in drawing the sample.

The findings of the study revealed that the team performance is evaluated through the Quality Improvement Teams; the individual employee’s performance is ineffectively evaluated due to the ineffective use of the Open Performance, Review and Appraisal System (OPRAS), low linkage between performance appraisal result and human resources decisions, ineffective use of OPRAS due to difficulties in setting performance targets and its related criteria, inadequate human and financial resources, the complexity of the Open Performance Review and Appraisal System instrument and shortage of employees.

The study concluded that individual employee performance is ineffectively evaluated due to the ineffective use of OPRAS to evaluate individual employee performance. The ineffectiveness of OPRAS detrimentally affects the quality of human resource decisions including training and compensations. The ineffective use of OPRAS in the study areas was inhibited by the difficulties encountered in setting performance targets and its related evaluation criteria; inadequate resources allocation for setting achievable targets in the OPRAS instrument; reluctance by supervisors and subordinates to use the system and the complexity of the OPRAS instrument setting performance targets and evaluating performance. 

The study recommended that to address the challenges and enhance the effective use of OPRAS, to simplify the Open Performance Review and Appraisal System (OPRAS) instrument and customize it to suit health sector settings, provision of training on the application of Open Performance Review and Appraisal System (OPRAS) at the facility level, linking OPRAS results with the immediate rewards, issuance of circulars and guidelines on the use of the instrument requirements, requirements for frequent report on the progress and set mechanisms (software) to verify that OPRAS is effectively used and the human resource decisions are linked to OPRAS results

The research study presented well the factors hindering the effective use of the Open Performance Review and Appraisal System (OPRAS) in health facilities in the selected areas. The application of Yamane's formula to determine the sample size from a 1,340 target population enabled the present study to determine the sample size of 244 respondents from a 1,951 target population. 

Despite presenting well factors hindering the effective use of OPRAS and the application of the formula in determining the sample size, the study did not state well statement of the problem which defines the problem and the importance of the study. 

Mwita & Andrea (2019) conducted a study on the Assessment of employee performance management in Tanzania's public health facilities.  The study employed cross – a sectional survey through which a total of 105 health secretaries who are responsible for human resource management functions were purposively included. Quantitative and qualitative data were collected by the use of questionnaires and interviews. Data collected from the respondents were analyzed by descriptive analysis.

The findings of the study showed that a considerable number of health workers in Tanzania do not understand well how to use the performance management system in place (Open Performance Review Appraisal System-OPRAS), some employees use OPRAS just because it is the requirement but not as a tool to guide them in fulfilling their day to day tasks and ultimately achieving organizational goals and goals set are not properly done since employees are not given sufficient autonomy to identify and discuss what they are supposed to achieve. 

The study concluded that health secretaries who were involved in the study show a lack of trust in how goals are set, implemented, employees are assessed and even in rewarding employees.  

The study recommended the designing and implementation of capacity-building programs to equip health workers with the knowledge and skills necessary for mastering the use of OPRAS, integrating reward into the process of performance Management to enhance the Motivation and commitment of employees, performance management system to participatory in all stages, employees taking seriously the system of performance Management and the Government of Tanzania to increase budget allocation in health facilities to increase employees performance.

The study involved a total of 105 health secretaries who were purposively obtained where the study managed to attain its objectives, but the study did not show a total population from which participants were drawn. The current study showed 244 respondents were drawn from a population of 1,951. 

Ilomo & Anyingisye (2020) in Arusha City to public secondary schools assessed the effectiveness of the Open Performance Review and Appraisal System (OPRAS). The study adopted a survey design to study 10 out of 26 public secondary schools and a quantitative approach was adapted to analyse the questionnaire collected from the respondents. 

The findings of the study revealed that secondary school teachers perceived that the management and supervision process of the Open Performance Review and Appraisal System was not effective. The study also revealed that the heads of secondary schools didn't coach, mentor and counsel their teachers about OPRAS. Teachers didn't sign annual performance agreements and account for their performance; the teachers didn't receive copies (feedback) of their performance development of mid-year and annual reviews and didn't comment on their performance appraisal report. 

The study recommended that Local Government Authorities and Policymakers in the educational sector need to train supervisors on OPRAS so that they may 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 the appraisal and review process, both supervisors and teachers should be involved and supervisors should provide feedback to their subordinates. Moreover, Government authorities need to be committed to the OPRAS as a tool for measuring teachers' performance.

The application of Goal Theory in the study linked with the findings of the study that teachers were involved in the process of setting annual performance targets with their supervisors with a score of 2.60 which is the emphasis of the theory. The study in line bears the fruits of this article by adopting the application of Goal Setting Theory.

Mwita, Nzulwa & Kaamara (2023) examined the influence of performance appraisal on the performance of Savings and Credit–Cooperative Societies (SACCOS) in Tanzania. The study aimed at determining how performance appraisal tools, performance standards, and evaluation processes affect SACCOS performance. 

The study employed a Quantitative approach and data was collected by using questionnaires from 317 Human Resource Managers or their equivalent (SACCOS Managers). Descriptive and correlation statistics were used for data analysis.

The findings of the study revealed that Multiple linear regression analysis showed that performance evaluation was found to be a significant predictor of SACCOS performance. 

The study concluded that workforce diversity has a significant moderation effect on the relationship between performance appraisal and SACCOS performance.

The study recommended SACCOS have performance appraisal tools to enable them managing employee performance, establish well-known standards to be used to evaluate the performance of their employees and should consider having a diverse workforce in terms of gender, age and education level.

In achieving its objectives, the study mostly used the current reference of literature review and on that flow, the current study presented the most current review the oldest being five years. Despite presenting a current literature review the study did not show a clear statement of the problem which defines the problem and the importance of the study. 

Nchimbi (2019) conducted a study to evaluate the implementation of the Open Performance Review and Appraisal System in Tanzania's Local Government Authorities, Iramba District Council being the focus of the study. 

The study employed a cross-sectional research design. A sample of 80 respondents was used. Data was collected through questionnaires and interviews. The data collected were analyzed and processed by use of SPSS computer software and descriptive statistics such as frequencies, percentages and tables were presented.

The findings of the study revealed that Open Performance Review and Appraisal System are not adequate for improving employees' performance in Iramba District Council. The findings of the study indicated that the majority of the respondents 71.3% were satisfied with their knowledge about performance standards. Furthermore, the findings of the study indicated that the majority of the respondents were satisfied with their level of participation. Also, respondents when asked on receiving feedback from their supervisors, the results indicated 63.8% were dissatisfied. 

The study concluded that, the results of the study which was aimed at exploring the influence of OPRAS on employees’ performance show that OPRAS as currently used in Iramba District Council is not adequate at improving employees’ performance. This is contrary to the aim of its establishment which was to improve organizational performance by linking the individual goals with that of the organization. 

The study recommended that Performance planning should not be always the sole activity of supervisors and higher officials but include the active involvement of employees during the design and implementation of the plan as it is a crucial element of OPRAS success, the appraisal process must be viewed as a continuous activity rather than a one-year event, the successful implementation of OPRAS in IDC, among other things, requires the commitment of top leaders of the council especially District Executive Director (DED) and heads of departments. The top leaders should emphasize and support the system's goals and objectives by encouraging the training of the system to the public servant and involving them in setting their goals and standard of their performance. Training is required especially in areas of setting objectives and filling in the OPRAS forms from top management to lower cadres. This will help the management and the employees in Iramba District Council (IDC) to have a full understanding of the tool hence its implementation will be easy and effective. 

The study adopted a case study design which enabled the researcher to make a comprehensive inquiry into the Iramba District Council. The study in place enjoys the review of the article which encouraged the application of the case study design. The case study design enabled the research to have a thorough assessment of factors affecting the effective use of the Open Performance Review and Appraisal System in the Kishapu District Council. 

Despite presenting findings, the abstract did not offer a clear overview of the study, recommendations were excluded and the study lacked a theoretical literature review focusing on job performance. The current study offers a clear overview of the study including the research problem, sample, methods, findings and recommendations and Goal Setting Theory employed as it establishes a purpose for the organization and employees to achieve.  

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
Numerous studies exist which have focused on Performance Appraisal as a tool for evaluating employee performance to ensure the accomplishment of the goals and objectives of an organization. Ineffective Performance Appraisal has been shown in studies by Alman & Yusuph (2020), Ilomo & Anyingisye (2020) and Nchimbi (2019). Impact, effects and influence of performance appraisal have been shown in the studies by Mwita, Nzulwa & Kaamara (2023), Rwuthumio et al (2021), Binta et al (2019), Owino, Oluoch and Kimemia (2019), Ziyaminyana & Pwaka (2019), Moraa & Datche (2019), Mehrez & Al – Jedaia (2020), Al – Habsi & Madbouly (2020) and Rahahleh, Alabaddi & Moflish (2019). 

Mwita & Andrea (2019) in their study identified goals are not challenging enough to motivate employees to use all of their effort to achieve them.  Setting performance goals gives a direction to both organization and employee to achieve at a specific time. The current study chose Goal Setting theory which assumes human action is directed by conscious goals and intentions.  

Kishapu DC is not the same as Kiambu County, Iramba, Arusha City and Abuja (Owino, Oluoch & Kememia 2019, Nchimbi, 2019, Ilomo & Anyingisye 2020 and Binta et al 2019 Thus, the perception of factors affecting the effective use of OPRAS in the context of Kishapu DC might not be the same for other previous research in different areas. Furthermore, the catalyst in implementing the election manifesto has been viewed differently depending on public demands and expectations. Therefore, literature reviews need to contribute to the body of knowledge on factors affecting the implementation of performance appraisal. Thus, this study concentrated on factors affecting the effective use of OPRAS in Kishapu DC.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
According to Camp (2001), a Conceptual framework is a structure which the researcher believes can best explain the natural progress of the phenomena to be studied. It is the researcher's explanation of how the research problem would be explained.

A conceptual framework may be defined as a result of bringing together several related concepts to explain or predict a given event or give a broader understanding of the phenomenon of interest – or simply, of a research problem Imenda (2014).

INDEPENDENT VARIABLES

        DEPENDENT VARIABLES

Figure 1 Conceptual framework

Figure 2.1 Conceptual framework TC "Figure 2.1 Conceptual framework" \f F \l "1" 
Source: Researcher, 2023
The conceptual framework in Figure 2.1 shows that the independent variables which are skills and knowledge of employees, strictness with the appraisal outcome and performance targets may affect the dependent variable which is the Effective use of the Open Performance Review and Appraisal System (OPRAS). The association expected in this study will conclude whether the skills and knowledge of employees, strictness with the appraisal outcome and performance targets are associated with the effective use of the Open, Performance, Review and Appraisal System (OPRAS).  It's expected that skills and knowledge in performing assigned tasks liked directly to the performance of the respective worker, a more knowledgeable worker and skilful will perform his/her responsibilities with due diligence and hence the efficiency of the Open Performance Review and Appraisal System (OPRAS) will be seen. In any institution that performs or sticks to the set standards and regulations workers are likely to reflect their performance in certain tasks, thus the tools used to measure performance can be viewed with positive achievements. Open Performance Review and Appraisal System (OPRAS) reveal the targets that are set by an organization delegated to junior workers, participation of workers in setting performance targets enables them to know the duties and what the management expects from them which enables them to perform with targets that they are required to achieve.

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
This chapter presents the research philosophy, research design, scope of the study, target population, sample size and sampling technique. Also, data collection methods and data analysis methods are explained in this chapter.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
Research Philosophy can be defined as a process of developing knowledge in a specific field, a way through which important and relevant information is to be collected and processed. This study employed Positivism beliefs. According to AL Zefeiti & Mohamad (2015), research philosophy is a belief or an idea about the collection, interpretation and analysis of data collected.  It refers to systems of beliefs and assumptions about the development of knowledge. 

Creswell (2009) contended that Positivism holds a deterministic philosophy in which causes probably determined effects or outcomes. Thus, the problems studied reflect the need to identify and assess the causes that influence outcomes such as those found in experiments. Positivism owes the deduction approach in developing data for analysis where the relationship between variables is explained, concepts are operationalized in a way that enables facts to be measured quantitatively and samples of sufficient size are selected to generalize conclusions.

Positivism relates to the philosophical stance of the natural scientist. This entails working with observable social reality and the end product can be law-like generalizations similar to those in the physical and natural sciences Saunders et al (2007)

Positivism philosophy was chosen in this study due to its objectivity, the results of the study were free of researcher values and beliefs because measurement tells what reality is. The phenomena being studied were deducted to numerical values to carry out statistical analysis. 

Utilization of numerical data using specific statistical techniques to answer research questions prevents research biases during the interpretation of the results. The results of the study present the reality of the phenomena being studied because the data collected was quantified and subjected to statistical treatment to support or refute alternative knowledge claims.

3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
The research adopted a quantitative research approach which enables a holistic view and understanding of the objectives. Bryman (2001) argued that the quantitative research approach is the research that emphasizes numbers and figures in the collection and analysis of data. The decision over the selection was influenced by the research design which allows the use of quantitative strategies in analyzing gathered information from the respondents, also a review of documented national policies, strategies and articles from previous researchers and scholars. From the quantitative approach attitudes, opinions, and behaviour were quantified leading to generalizing the results of 244 sample respondents from a 1951 population. 

3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
The research design showed the detail of how the work will be carried out. According to Kothari (2004), a research design is the arrangement of conditions for the collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure.

A variety of methodological approaches exist for individuals interested in engaging in research. For this study, the researcher adopted a quantitative design approach to collecting information from the sample selected. This approach allowed the use of quantitative strategies in analyzing gathered information from the respondents. A case study was adopted by the researcher in this study.

Case studies are a strategy of inquiry in which the researcher explores in depth a program, event, activity, process, or one or more individuals. Cases are bounded by time and activity and researchers collect detailed information using a variety of data collection procedures over a sustained period Creswell (2009)

The Case study allowed the researcher to focus in depth on a phenomenon being studied which provided a comprehensive understanding of the phenomena being studied. The researcher in the case study was guided by the time frame to accomplish the scheduled activity. The case study allowed the collection of different kinds of data and provide the researcher with a chance of an - depth look at an organization or individual when collecting data about the subject in hand, so the researcher had in–depth look at Kishapu DC during the process of data collection about the phenomena being studied.

3.4.1 Area of the Study TC "3.4.1 Area of the Study" \f C \l "1" 
The core function of the Government is service provision to the public where Local Government Authorities are key actors in supervising performance. Large amounts of funding and personnel have been and continue to be transferred from the central government to districts that are now responsible for carrying out many government functions, including most public services. Setiawan et al (2022) 

All Local Government Authorities are required to implement Open Performance Review and Appraisal System (OPRAS) where every individual staff sign a performance contract with their respective supervisors (The Public Service Regulation 2022) sec 25 (1) Due to that the researcher could conduct a study in Local Government Authorities in Tanzania, hence Kishapu District Council was selected as a study area. The researcher was in a good position of obtaining data by asking respondents who are familiar with the problem. Hence communication with the respondents was easy which enabled the researcher to obtain required information on factors affecting the effective use of Open Performance Review and Appraisal System.
3.4.2 Population of the Study TC "3.4.2 Population of the Study" \f C \l "1" 
Population refers to the total of items about which information is desired Kothari (2004) and Saunders et al (2007) defined population as the full set of cases from which a sample is taken. The population of this study included all employees of Kishapu DC who are in permanent employment. The study involved all heads of departments, middle officers and other staff who are working at KDC. 

Table 3.1: Population TC "Table 3.1: Population" \f T \l "1" 
	Department/Units 
	Population

	Administration and Human Resources Management
	218

	Finance and Accounts
	13

	Livestock and Fisheries
	36

	Education Primary Department                      
	947

	Education Secondary Department
	416

	Planning and Coordination 
	5

	Agriculture, Irrigation and Cooperative 
	47

	Procurement and Supplies 
	4

	Information and Communication Technology
	1

	Work and Fire Rescue
	3

	Health 
	247

	Election Unit
	1

	Teachers Service Commission 
	2

	Beekeeping 
	1

	Town Planning and Land Use
	4

	Internal Audit Unit
	2

	Legal Unit
	1

	Total 
	1,951


 Source: Payroll April 2021
3.4.3 Sample and Sampling Techniques TC "3.4.3 Sample and Sampling Techniques" \f C \l "1" 
3.3.4 Sampling Design TC "3.3.4 Sampling Design" \f C \l "1" 
Kothari (2004) argued that a sample design is a definite plan for obtaining a sample from a given population. It refers to the technique or procedure the researcher would adopt in selecting items for the sample. Sample design may as well lay down the number of items to be included in the sample. For this study, a random sampling design was adopted. 

Under Random sampling, every item of the universe has an equal chance of inclusion in the sample. Random sampling ensures the Law of Statistical Regulation which states that if on average the sample is chosen in a random one, the sample will have the same composition and characteristics as the universe (Kothari 2004). Heads of Departments and subordinates from the population of the study had an equal chance of being selected to constitute the sample size of the study by mixing slips of paper in the box. The slips of paper with random numbers were prepared for selecting a sample from 29 Wards of the population. Each selected sample constituted 20 respondents and 10 Wards were obtained randomly which constituted a sample of 200 and 44 samples were obtained from the headquarters of the Council. 

3.5.2 Sample Size TC "3.5.2 Sample Size" \f C \l "1" 
According to Kothari (2004), sample size refers to the number of items to be selected from the universe to constitute a sample. The sample size derived from the finite population should neither be excessively large nor small but should be large enough to give a reasonable representative number of the universe. The sample size was calculated using Yamane's formula as cited in Yusuph & Alman (2020) and written as follows; 
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 ; Yamane’s sample size
N; total population

e; the degree of freedom

From the given population the study applied the Yamanes formula to obtain the sample size as follows; the study area population size is 1951, and at a 94% confidence interval a standard error of e equals 0.06 was applied.

Thus,
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Hence the sample population obtained was 244.
Table 3.2: Population and Sample Size TC "Table 3.2: Population and Sample Size" \f T \l "1" 
	Respondent 
	Target population
	Proportionate sample

	Heads of Departments and Unit
	17
	3

	Employees at low level (Subordinate) 
	1,934
	241

	Total 
	1,951
	244


The sample size proportional in Table 3.2 was calculated[image: image8.png]Target Population,

Proportionate Sample =" 775 L0 Ane

X Sample size



.  Questionnaires 
were distributed to 244 selected respondents randomly and purposefully.

3.5 Data Collection TC "3.5 Data Collection" \f C \l "1" 
This study involved questionnaires as a tool for collecting primary data from the respondents to explore factors affecting the effective use of OPRAS at Kishapu DC.
3.5.3 Data Collection Tools TC "3.5.3 Data Collection Tools" \f C \l "1" 
The data were collected through a questionnaire. 
3.5.3.1 Questionnaire TC "3.5.3.1 Questionnaire" \f C \l "1" 
This technique involves self – administering in answering a provided list of questions. Questionnaires were provided to several respondents to answer and give their opinions. Findings from the questionnaire are tabulated and treated statistically in chapter four. 

This is a self-report data collection instrument filled out by research participants. This technique is so helpful in obtaining information about the thoughts, feelings, attitudes, beliefs, values, perceptions, personalities, and behavioural intentions of research participants (Johnson and Christensen 2014).
3.6.Data Analysis TC "3.6.Data Analysis" \f C \l "1" 
Data analysis was done by the use of descriptive statistics using population parameters such as mean, frequency distribution, percentages and standard deviation. To test the relationship between factors affecting the effective use of OPRAS, the model fitness, the significance of results and consequently the validity of findings, linear regression was used. Linear regression was used to analyse objectives 1 - 3 to determine the skills and knowledge of employees over the use of OPRAS, determine the strictness of OPRAS outcome by the council and determine the participation of employees in setting performance targets since the dependent variable (effective use of OPRAS) was expected to have ordered categories of low, moderate and high satisfaction. P-value was used to test hypotheses at a 5% to 10% level of significance. If the p-value is less than 0.05-0.1, the alternative hypothesis was accepted and reject the null hypothesis (Cooper Schindler and Sharma, 2012). 
Linear Regression Model:

   Yi = B1 + B2X2i + B3X3i+ B4X4i+ …………..+BkXki + ui     …………………….… Equation 1

Where;

Yi is the dependent variable (Effective use of OPRAS)

B1 The intercept of the independent variables

B2 to Bk are the slope coefficients 

X’s the independent variables
3.6.1 Variables and Measurement Procedures TC "3.6.1 Variables and Measurement Procedures" \f C \l "1" 
The level of agreement or disagreement of statement between variables were measured by the Likert scale which commonly is used in questionnaires and is a widely used scale in survey research. 

Owino, Oluoch, & Kimemia, (2019) rated statements on a five-point Likert scale and the responses arranged from 5 strongly agree, 4 agree, 3 not sure, 2 disagree and 1 strongly disagree.  In the Likert scale, the respondent was asked to respond to each of the statements in terms of several degrees usually five degrees (but at times 3 or 7 may also be used) of agreement or disagreement (Kothari 2004).

A set of 28 statements was developed to encompass the effective use of OPRAS. The statements were grouped into four groups that are skills and knowledge of employees (seven statements), strictness with OPRAS outcome (seven statements), performance targets (seven statements) and effective use of OPRAS (seven statements), where the respondents responded to each statement in several degrees. 
Table: 3.6 Measurement Scale TC "Table: 3.6 Measurement Scale" \f T \l "1" 
	VARIABLES
	 No of Items 
	SCALE 

	Skills and knowledge
	7
	Ordinal 

	Strictness with the appraisal outcome
	7
	Ordinal 

	Performance targets 
	7
	Ordinal 

	Effective use of OPRAS
	7
	Ordinal 


Source: Researcher, (2022)
3.7 Data Cleaning and Processing TC "3.7 Data Cleaning and Processing" \f C \l "1" 
Data collected through various methods and techniques may contain errors which may contaminate the results of the study if are not checked during the process as well as after the process. For this study, data were coded, detected, edited and labelled to identify suspected abnormalities such as the correct value being filled out in the wrong box, the form missing and the answering box being left blank. At first, excel was used to clean data before transferring them to SPSS and STATA. This helped the researcher identify unfilled boxes before transferring data to software. Thereafter data entry template was created using Statistical Package for Social Sciences. 
3.8     Validity and Reliability TC "3.8     Validity and Reliability" \f C \l "1" 
3.8.1   Reliability of Data TC "3.8.1   Reliability of Data" \f C \l "1" 
To ensure the reliability of the study Cronbach's alpha as a measure of internal consistency (i.e. coefficient of reliability) was used. It is an estimate of the reliability based on the correlations between different items on the same test. Based on the scales proposed by George and Mallery (2003), the study will be reliable if a scale of 0.7 and above will be obtained. 
Table 3.5: Reliability of Cronbach's alpha TC "Table 3.5: Reliability of Cronbach's alpha" \f T \l "1" 
	Test  scale = mean(standardized items)

	Item
	Obs
	Sign
	Item-test Correlation
	Item-test  Correlation
	Average item  Correlation
	Alpha

	Y
	244
	+
	0.6034
	0.5312
	0.1473
	0.7839

	X1
	244
	+
	0.3035
	0.2056
	0.1611
	0.8013

	X2
	244
	-
	0.1167
	0.0134
	0.1697
	0.811

	X3
	244
	+
	0.3568
	0.2618
	0.1586
	0.7984

	X4
	244
	+
	0.4166
	0.3257
	0.1559
	0.795

	X5
	244
	+
	0.2302
	0.1292
	0.1645
	0.8052

	X6
	244
	+
	0.2349
	0.134
	0.1643
	0.805

	X7
	244
	+
	0.4107
	0.3194
	0.1562
	0.7953

	X8
	244
	+
	0.5002
	0.4166
	0.152
	0.7901

	X9
	244
	+
	0.5364
	0.4565
	0.1504
	0.788

	X10
	244
	+
	0.4737
	0.3875
	0.1533
	0.7917

	X11
	244
	+
	0.4964
	0.4125
	0.1522
	0.7904

	X12
	244
	+
	0.4504
	0.3623
	0.1543
	0.7931

	X13
	244
	+
	0.4216
	0.3311
	0.1557
	0.7947

	X14
	244
	+
	0.2057
	0.1039
	0.1656
	0.8065

	X15
	244
	+
	0.4164
	0.3255
	0.1559
	0.795

	X16
	244
	+
	0.5364
	0.4565
	0.1504
	0.788

	X17
	244
	+
	0.6088
	0.5372
	0.147
	0.7836

	X18
	244
	+
	0.6276
	0.5586
	0.1462
	0.7824

	X19
	244
	+
	0.607
	0.5353
	0.1471
	0.7837

	X20
	244
	+
	0.5757
	0.5002
	0.1486
	0.7856

	X21
	244
	+
	0.5419
	0.4626
	0.1501
	0.7876

	Test  scale
	0.1548
	0.8012

	No of items                                                                                                                                                                   22

	Cronbach’s Alpha:                                                                                                                                             0.7946

	Cronbach's Alpha Based on Standardized Items:                                                                                          0.8012


Source: Field data, (2022)

The study had a Cronbach's alpha of 0.7946 as indicated in Table 3.5. Therefore, based on the scale obtained from the test, it can be concluded that the instruments were reliable.
3.8.2   Data validity TC "3.8.2   Data validity" \f C \l "1" 
To ensure validity, a questionnaire was pre-tested by carrying out a pilot study to check the accuracy of the instruments to make corrections where necessary. 10 selected respondents were identified and used for that purpose. At last, the efficiency and quality of the data collected were checked and different questions were edited before the actual data collection. Hence, the study was carried out in such a way that there was consistency between theory and practice.
3.9 Ethical Consideration TC "3.9 Ethical Consideration" \f C \l "1" 
Ethics refers to the appropriateness of your behaviour regarding the rights of those who become subject to your work or are affected by it. Research ethics relates to questions about how we formulate and clarify our research topic, design our research and gain access, collect data, process and store our data, analyse data and write up our research findings morally and responsibly Saunders et al (2007)

The researcher in this study maintained confidentiality to the data collected to protect respondents who were involved. All information acquired in this study will be used for academic purposes only. 

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
RESEARCH FINDINGS AND DISCUSSION
 TC "RESEARCH FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
This chapter presents a detailed discussion of the study findings. It consists of the socio-demographic characteristics of the respondents as well as the presentation and analysis of the findings related to the study objectives. The general objective was to assess factors affecting the effective use of OPRAS by Local Government Authorities in Tanzania at Kishapu District Council.
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1" 
The study involved 244 respondents from Kishapu District Council. Copies of questionnaires were prepared and distributed to 244 target respondents under a self-administered technique. Out of 244 questionnaires distributed to the target respondents, a total of 233 questionnaires were filled and returned, accounting for 95.5% of the respondents who responded and 4.7% of the respondents who did not respond. According to Nulty (2008), a response rate of above 50% is acceptable for self-administered questionnaires. Therefore, this suggests that the data gathered in this study were representative of the population of interest.
4.3 Demographics Characteristics TC "4.3 Demographics Characteristics" \f C \l "1" 
Socio-demographic characteristics of respondents such as age, gender, level of education and work experience were important attributes of the study. As such information related to socio-demographic characteristics was collected and analyzed to show their applicability to the study.

4.3.1 Age of Respondents TC "4.3.1 Age of Respondents" \f C \l "1" 
Findings in Table 4.1 showed that among the respondents above 45 years of age are 39 equivalent to 16% of the total respondents, while the youngest below 25 years only 0.8%, and those below 45 but equal and above 36 years are 28.3%. The findings indicated that the majority of the respondents were those of middle age working in Kishapu District Council, similar results are obtained by a study conducted in 2015, by Oanda (2015) that found that the majority of the respondents were in middle age thus between 31 years to 35 years (47.9%).

4.3.2 Gender of Respondents TC "4.3.2 Gender of Respondents" \f C \l "1" 
Sex is one of the demographic variables which is important as it reveals the percentage relation among respondents in terms of their sexual status. The distribution of the sex of the respondents is also presented in Table 4.1. The results show that males contribute to 66% of the sampled employees. The remaining 34 % were female respondents. The findings are in line with Mkoma, (2014) who found out that, based on the computed χ2 statistic, these results depict that the sampled females were statistically fewer than their male counterparts at a 99% level of confidence (p < 0.01).    
4.3.3. Education level of the respondents TC "4.3.3. Education level of the respondents" \f C \l "1" 
Table 4.1 also indicates that 70.5% acquired a bachelor's degree, 13.1% acquired a master's degree, 10.7% had a diploma, 2.5% had a certificate and the rest 3.3% had other qualifications. This implies that most of the workers who are government employees are those who are mostly educated that most of them have a great understanding of the application of OPRAS. But also, those who have lower education may believe that OPRAS is important in the organization. 
4.3.4. Working experience TC "4.3.4. Working experience" \f C \l "1"  

It was observed that most of the respondents in the study have a working experience of 11 – 20 years in their working environment. Table 4.1 shows that 37.7% of the respondents have 11 – 20 years of experience, 16.8% of the respondents have 0 to five years of experience, 31.1% of the respondents had 6 – 10 years of work experience, 4.1% of the respondents have experience from 21 to 25 years, 3.7% represents those with experience between 26 to 30 years and the remaining 6.6% of the respondents had 30 years and above work experience. This implies that most of the workers who are government employees have more working experience in their working environment that they have a great chance of understanding the importance of application of OPRAS in the organization. But also, those who have fewer years of working experience may learn and understand from those who have much working experience in the organization.   

Table 4.1: Demographic Characteristics of the Respondents TC "Table 4.1: Demographic Characteristics of the Respondents" \f T \l "1" 
	DEMOGRAPHIC VARIABLE
	VARIABLE CATEGORY
	FREQUENCY
	% of total

	GENDER
	Male
	161
	66

	
	Female
	83
	34

	AGE
	Between 18 and 25 Years
	2
	0.8

	
	Between 26 and 35 Years
	134
	54.9

	
	Between 36 and 45 Years
	69
	28.3

	
	Above 45 Years
	39
	16

	Education Level
	Certificate
	6
	2.5

	
	Diploma
	26
	10.7

	
	Degree
	172
	70.5

	
	Master Degree
	32
	13.1

	
	Other
	8
	3.3

	Years of Experience
	0 - 5 Years
	41
	16.8

	
	6 - 10 Years
	76
	31.1

	
	11 - 20 Years
	92
	37.7

	
	21 - 25 Years
	10
	4.1

	
	26 - 30 Years
	9
	3.7

	
	30 and above Years
	16
	6.6


Source: Field data, (2022)
4.4 Descriptive Statistics Results  of the Variables TC "4.4 Descriptive Statistics Results  of the Variables" \f C \l "1" 
The study has three specific objectives which were used to analyse data obtained from the respondents. To determine the effect of skills and knowledge of employees over the use of OPRAS, to determine the effect of strictness with appraisal outcome on the use of OPRAS and to determine the effect of performance targets setting on effective use of OPRAS. 
4.4.1 To determine the effect of Skills and knowledge of employees on the effective use of OPRAS TC "4.4.1 To determine the effect of Skills and knowledge of employees on the effective use of OPRAS" \f C \l "1" 
The first objective of the study was to examine the skills and knowledge of employees of the Kishapu District Council regarding the use of OPRAS. To measure knowledge the following statements were used and respondents were required to state whether they strongly disagreed, disagree, neither disagreed nor agreed, agreed and strongly agree 

Descriptive statistics (mean, minimum and maximum and standard deviation scores) were found on the effect of skills and knowledge of employees in the effective use of OPRAS (Table 4.2). The outcomes present that my high score was always getting assistance from my co-workers on how to fill OPRAS form score (M=3.33, S.D = 1.244) slightly followed by filling OPRAS forms on my initiatives score (M= 3.29, S.D =1.23); the least score was identify standards, criteria and grades stipulated during evaluation scored (M = 3.22, S.D = 1.15); OPRAS forms not very difficult to fill scored (M = 2.97, S.D = 1.46); fill in OPRAS forms to achieve organizational performance and not to meet employers demands scored (M=2.75, S.D= 1.32); attended on job training about OPRAS scored (M = 2.56, S.D= 1.44) and limited knowledge about OPRAS scored (M =2.31, S.D =1.36)

Table 4.2: Descriptive statistics of the knowledge and skill in the effective use of OPRAS TC "Table 4.2: Descriptive statistics of the knowledge and skill in the effective use of OPRAS" \f T \l "1" 
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	How effective is the use of OPRAS? (Y)
	244
	1
	5
	3.2664
	1.1577

	
	
	
	
	
	

	I have very limited knowledge about OPRAS (X1)
	244
	1
	5
	2.3074
	1.36075

	
	
	
	
	
	

	I always fill in OPRAS forms to achieve organizational performance and not to meet employers' demands. (X2)
	244
	1
	5
	2.7541
	1.32287

	
	
	
	
	
	

	I have attended job training about OPRAS (X3)
	244
	1
	5
	2.5615
	1.43742

	
	
	
	
	
	

	I always fill in OPRAS forms on my initiatives (X4)


	244
	1
	5
	3.2869
	1.23381

	I always get assistance from my co-workers on how to fill in OPRAS forms (X5)
	244
	1
	5
	3.3361
	1.24465

	
	
	
	
	
	

	I find OPRAS forms not very difficult to fill (X6)
	244
	1
	5
	2.9754
	1.45982

	
	
	
	
	
	

	I could identify standards, criteria and grades stipulated during evaluation. (X7)


	244
	1
	5
	3.2213
	1.15122


Source: Field data, (2022) 

4.4.2 To determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS TC "4.4.2 To determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS" \f C \l "1" 
The second objective of this study was to determine the effect of strictness on the appraisal outcome of the effective use of OPRAS. A list of seven statements was used to capture or measure the strictness in appraisal outcome where a respondent was to state on a five-point scale whether they strongly disagreed, disagree, neither disagreed nor agreed, agreed and strongly agree. 

Descriptive statistics are (mean, minimum, maximum and standard deviation scores) found on the effect of strictness with appraisal outcome on the effective use of OPRAS (Table 4.3). The outcomes present that a high score was OPRAS evaluation final report is used to offer merit promotion to good performer employees scored (M= 3.30, S.D= 1.32) followed by OPRAS evaluation final report is used to hold on promotions and salary increment to poorer performer employees scored (M= 3.11, S.D = 1.30 ); OPRAS evaluation final report is used to allocate fund to enable employees to accomplish their targets in the next financial year scored (M= 3.10, S.D = 1.3); OPRAS evaluation final report is used for preparing Training Needs Assessment to identified shortcomings scored (M= 3.01, S.D =  1.25); no action taken on OPRAS outcome scored (M=2.90, S.D = 1.32); OPRAS evaluation final report is used for coaching to poorly performed employees scored (M=2.90, S.D =1.28) and OPRAS evaluation final report is used for preparing seminars to employees did not accomplish performance targets scored (M= 2.64, S.D =1.5).

Table 4.3: Descriptive statistics of the effect of Strictness with the appraisal outcome on effective use of OPRAS TC "Table 4.3: Descriptive statistics of the effect of Strictness with the appraisal outcome on effective use of OPRAS" \f T \l "1" 
	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	How effective is the use of OPRAS? (Y)
	244
	1
	5
	3.2664
	1.1577

	OPRAS evaluation final report is used for preparing Training Needs Assessment (TNA) to identify shortcomings. (X8)


	244
	1
	5
	3.0164
	1.24711

	OPRAS evaluation final report is used for coaching poorly performed employees. (X9)
	244
	1
	5
	2.8811
	1.28228

	OPRAS evaluation final report is used for preparing seminars for employees who did not accomplish performance targets. (X10)


	244
	1
	5
	2.6434
	1.26358

	OPRAS evaluation final report is used to offer merit promotion to good performer employees. (X11)


	244
	1
	5
	3.2992
	1.32274

	OPRAS evaluation final report is used to allocate funds to enable employees to accomplish their performance targets in the following financial year. (X12)


	244
	1
	5
	3.1025
	1.26432

	OPRAS evaluation final report is used to hold on promotions and salary increments to poorer performer employees. (X13)


	244
	1
	5
	3.1148
	1.28105

	No action was taken on the OPRAS outcome(X14)


	244
	1
	5
	2.8975
	1.32472


Source: Field data, (2022) 
4.4.3 To determine the effect of Performance targets setting on the effective use of OPRAS TC "4.4.3 To determine the effect of Performance targets setting on the effective use of OPRAS" \f C \l "1" 


The third objective was to measure performance target setting on the effective use of OPRAS. In measuring performance target setting (independent variable) seven statements were used to obtain data.

Descriptive statistics (mean, minimum, maximum and standard deviation scores) were found on the effect of Performance target setting on the effective use of OPRAS (Table 4.4). The outcomes present that a high score was participated in evaluating my performance scored (M=3.30, S.D = 1.21); participate in reviewing performance targets at the mid of financial year scored (M= 3.30, S.D =1.2); participate in setting performance targets  scored (M =3.25, S.D = 1.24 ); participate in setting evaluation criteria scored (M = 3.2, S.D = 1.2); participate in discussing my performance targets at the beginning of financial year scored (M=3.11, S.D= 1.23); participate in allocating resources to implement performance targets scored (M = 3.1, S.D= 1.3) and My fellow workers set for me performance targets scored and has a standard deviation of (M =3.05, S.D = 1.22)
Table 4.4; Descriptive statistics of the effect of Performance targets setting on effective use of OPRAS TC "Table 4.4; Descriptive statistics of the effect of Performance targets setting on effective use of OPRAS" \f T \l "1" 
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	How effective is the use of OPRAS? (Y)
	244
	1
	5
	3.2664
	1.1577

	I participate in setting the performance targets(X15)


	244
	1
	5
	3.25
	1.2435

	I participate in setting evaluation criteria (X16)


	244
	1
	5
	3.1721
	1.18421

	I participate in evaluating my performance(X17)


	244
	1
	5
	3.2951
	1.21505

	I participate in reviewing performance targets for the mid of financial year(X18)

	244
	1
	5
	3.2623
	1.18844

	I participate in allocating resources to implement the set performance targets(X19)


	244
	1
	5
	3.0779
	1.26283

	I participate in discussing my performance targets at the beginning of the financial year. (X20)


	244
	1
	5
	3.1107
	1.2373

	My fellow workers set for me performance targets. (X21)
	244
	1
	5
	3.0574
	1.22591


Source: Field data, (2022) 
Measuring effective of the use of OPRAS

To measure the effectiveness of the use of OPRAS the study asked the respondents to rate their agreement with the statement OPRAS is effectively used. And they were to respond on a five-point scale strongly agree, agree, neither agree nor disagree, disagree and strongly disagree. The results are as displayed in chart 4.1 below; from the displayed data over half of the total respondents agree that OPRAS are effectively used 45.5% agree and 6.1% strongly agree. On the other hand, 24.2% of the total respondents disagree meaning that the OPRAS forms are not effectively used strongly disagreed also by 13.9% of the respondents.
Table: 4.8 OPRAS is effectively used TC "Table: 4.8 OPRAS is effectively used" \f T \l "1" 
	Category 
	Frequency
	%

	Strongly Disagree
	34
	13.9

	Disagree
	59
	24.2

	Neither Disagree Nor Agree
	25
	10.2

	Agree
	111
	45.5

	Strongly Agree
	15
	6.1

	Total
	244
	100


Source: Field data, (2022)
The remaining respondents about 10.2% neither agree nor disagree on the effective use of OPRAS.
4.5 Regression analysis TC "4.5 Regression analysis" \f C \l "1" 
To determine the effect of skill and knowledge, strictness in performance appraisal and performance target setting on effective use of OPRAS a linear regression was applied for all three objectives where the dependent variable for all three objectives was also ordinal measured in a statement on views of respondents on how they considered if the use of OPRAS is effective (OPRAS is effectively used?), and respondents were to respond in a five-point scale, strongly agree, disagree, neither agree nor disagree, agree, strongly agree). 
4.5.1 Testing of the assumptions of linear regression TC "4.5.1 Testing of the assumptions of linear regression" \f C \l "1"  

4.5.1.1 Testing for Linearity TC "4.5.1.1 Testing for Linearity" \f C \l "1"  

The Ramsey RESET test was performed to assess whether including additional powers of the fitted values of effective use of OPRAS as a dependent variable improves the model's fit, and thus indicates potential nonlinear relationships in all the three models.

Model 1 Ramsey RESET test result

[image: image10.emf]                  Prob > F =      0.9182

                 F(3, 233) =      0.17

       Ho:  model has no omitted variables

Ramsey RESET test using powers of the fitted values of y


The results reveal that the p-value associated with the F-statistic is 0.9182 (Prob > F) is greater than the conventional significance level of 0.05, hence failing to reject the null hypothesis (Ho), which suggests that there is no significant evidence of the presence of omitted variables or nonlinearity in the model. In other words, including additional powers of the fitted values of the dependent variable does not significantly improve the model's fit
Model 2 Ramsey RESET test result

[image: image11.emf]                  Prob > F =      0.3002

                 F(3, 233) =      1.23

       Ho:  model has no omitted variables

Ramsey RESET test using powers of the fitted values of y


The results reveal that the p-value associated with the F-statistic is 0.3002 (Prob > F) is greater than the conventional significance level of 0.05, hence failing to reject the null hypothesis (Ho) and accept the alternative hypothesis, which suggests no significant evidence of the presence of omitted variables or nonlinearity in the model. In other words, including additional powers of the fitted values of the dependent variable does not significantly improve the model's fit
Model 3 Ramsey RESET test result

[image: image12.emf]                  Prob > F =      0.0881
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       Ho:  model has no omitted variables

Ramsey RESET test using powers of the fitted values of y


The results reveal that the p-value associated with the F-statistic is 0.0881 (Prob > F) is greater than the conventional significance level of 0.05, hence failing to reject the null hypothesis (Ho), which suggests that there exists no significant evidence of the presence of omitted variables or nonlinearity in the model. In other words, thus their no omitted variables in the model.
4.5.1.2 Testing for Multicollinearity TC "4.5.1.2 Testing for Multicollinearity" \f C \l "1" 
Multi-collinearity refers to the degree of correlation between predictor variables (Field, 2013). In Testing for multi-collinearity, the Variance inflation factor (VIF) analysis is conducted to test for Multi-collinearity in the regression model. The rule under the regression model is that the predictor variables should not highly be correlated with each other. Multi-collinearity in the data occurs when the independent variables are too highly correlated with each other. When VIFs are equal to 1 indicates no or little Multi-collinearity; when VIFs are greater than 1 indicates moderate Multicollinearity; VIFs range between 5 and 10 indicate high correlation and when VIFs are greater than 10 implies that coefficients are poorly estimated and there is a Multi-collinearity problem and it should be fixed accordingly (Sheskin, 2011).
Table 3.3: Multicollinearity test statistics TC "Table 3.3: Multicollinearity test statistics" \f T \l "1" 
	Model 1
	Model 2
	Model 3

	Variable       
	 VIF
	1/VIF  
	Variable
	VIF
	1/VIF  
	Variable
	VIF
	1/VIF  

	
	
	
	
	
	
	
	
	

	X5
	1.23
	0.811893
	X9
	1.71
	0.584312
	X15
	1.72
	0.580663

	X4
	1.13
	0.881702
	X11
	1.39
	0.717213
	X16
	1.68
	0.594743

	X6
	1.11
	0.904974
	X10
	1.34
	0.74626
	X17
	1.63
	0.613968

	X3
	1.1
	0.906118
	X12
	1.28
	0.781458
	X18
	1.58
	0.632636

	X7
	1.1
	0.911824
	X13
	1.25
	0.79789
	X19
	1.5
	0.66683

	X2
	1.06
	0.945367
	X8
	1.18
	0.849099
	X20
	1.36
	0.737167

	X1
	1.04
	0.961888
	X14
	1.06
	0.94612
	X21
	1.17
	0.852258

	Mean VIF
	1.11
	
	Mean VIF
	1.32
	
	Mean VIF
	1.52
	


Source: Field data, (2022)
The analysis in Table 4 revealed that the VIFs for all predictor variables were found and the results reveal to have no problematic multicollinearity, for all models mean VIF is less than 1.53.
4.5.1.3 Testing for Homoscedasticity TC "4.5.1.3 Testing for Homoscedasticity" \f C \l "1" 
Breusch-Pagan/ Cook-Weisberg test for heteroscedasticity is a statistical test used to detect heteroscedasticity in regression analysis, developed in 1979 by Trevor Breusch and Adrian Pagan. Heteroscedasticity is a violation of the assumption of homoscedasticity, which assumes that the variance of the error terms in a regression model is constant for all levels of the independent variable(s) (Gujarati, 2004). The null hypothesis of the Breusch-Pagan test is that the variance of the error terms is constant across all levels of the independent variable(s).

If the p-value of the Breusch-Pagan test is less than your chosen significance level (0.05), you can reject the null hypothesis and conclude that there is evidence of heteroscedasticity in the data.
Table 3.4: Breusch-Pagan/ Cook-Weisberg test for Equality of Error Variances TC "Table 3.4: Breusch-Pagan/ Cook-Weisberg test for Equality of Error Variances" \f T \l "1" 
	   Ho:
	Constant variance
	

	
	χ2(1)
	Prob > chi2

	Model 1
	3.08
	0.0795

	Model 2
	5.51
	0.0189

	Model 3
	0.00
	0.9764


Source: Field data, (2022)
As seen in Table 3.4 above at a 0.05 level of significance model 1 and model 3 have P-values above 0.05 and hence concluded by accepting the null hypothesis that there is no heteroscedasticity in the models, while in the second model, the P-value is lower than 0.05 and hence reject the null hypothesis and state that there is heteroscedasticity in the model, hence in this model to solve the problem of heteroscedasticity robust regression results was used.
4.5.1 Model 1: To determine the effect of Skills and knowledge of employees on the effective use of OPRAS TC "4.5.1 Model 1: To determine the effect of Skills and knowledge of employees on the effective use of OPRAS" \f C \l "1" 
This part presents the regression results of the first objective which was to determine the effect of skill and knowledge on the effective use of OPRAS, STATA software was applied to run the regression model and results are presented in Table 4.5

From the results in Table 4.5, the associated probability of the model ( Prob > F ) has a value of 0.000 which indicates that the model is statistically significant since this value is less than 0.05, thus the researcher is sure that at least one of the independent variables is significantly related to the effective use of OPRAS. And the independent variables explain 19.46% of the variation in the dependent variable since the value of R2 is 0.1946.

The presented results reveal that six of the independent variables are statistically significant at a 5% level of significance. (X2) An extra OPRAS form filled to achieve organizational performance and not to meet employer's demands significantly increases the effective use of OPRAS by 0.1233991, this means that filling the OPRAS form is for ensuring better performance of the organization and thus is the efficient use of OPRAS. (X3) Attending on-the-job training was found significantly reduce the effective use of OPRAS by 0.086812. (X4) An increase in an individual initiative to fill in the OPRAS form increases the effective use of OPRAS by 0.1350675. (X5) A unit increase in always getting assistance from co-workers in filling OPRAS forms reduces the effective use of OPRAS significantly by 0.1740048, this reveals more workers are not aware of what to write in the OPRAS forms the more they are not aware of their actual responsibilities hence performance may be questionable, possibly workers do not know their responsibilities. 

A unit increase in the easiness of filling out the OPRAS form increases the effective use of OPRAS by 0.1440092(X6), this means employees understand their responsibilities and perform their duties diligently thus they can fill the forms easily. (X7) An increase in the ability to identify standards, criteria and grades stipulated during evaluation increases the effective use of OPRAS by 0.1740756, thus the ability to identify standards enables better performance and understanding of the direction for improvement of performance. 
Table 4.5: Regression results of the effect of skill and knowledge on the effective use of  OPRAS TC "Table 4.5: Regression results of the effect of skill and knowledge on the effective use of  OPRAS" \f T \l "1" 
[image: image13.emf]                                                                              

       _cons     1.867538    .332382     5.62   0.000     1.212723    2.522352

          x7     .1740756   .0615211     2.83   0.005     .0528749    .2952762

          x6     .1440092   .0486989     2.96   0.003     .0480691    .2399494

          x5    -.1740048   .0603034    -2.89   0.004    -.2928066   -.0552031

          x4     .1350675    .058375     2.31   0.022     .0200648    .2500702

          x3     .1954024   .0494268     3.95   0.000     .0980282    .2927766

          x2     -.086812     .05258    -1.65   0.100    -.1903981    .0167741

          x1     .1233991   .0506755     2.44   0.016      .023565    .2232332

                                                                              

           y        Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]

                                                                              

       Total    325.684426       243  1.34026513   Root MSE        =    1.0542

                                                   Adj R-squared   =    0.1707

    Residual     262.29703       236  1.11142809   R-squared       =    0.1946

       Model    63.3873965         7  9.05534236   Prob > F        =    0.0000

                                                   F(7, 236)       =      8.15

      Source         SS           df       MS      Number of obs   =       244

. regress y x1  x2 x3 x4 x5 x6 x7


Source: Field data, (2022)

4.5.2 Model 2: To determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS TC "4.5.2 Model 2: To determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS" \f C \l "1" 
The second objective was to determine the effect of Strictness with the appraisal outcome on effectiveness use of OPRAS, these enable us to understand how OPRAS outcome has an impact on the effective use of OPRAS. Due to the presence of heteroscedasticity in the model results the researcher reported robust regression results as seen in Table 4.6.

The results reveal that only three variables are significant and the overall model explains the variation in effective use of OPRAS by 20.2%, while the significance in the associated probability tells that at least one of the variables of strictness in appraisal outcome is significantly related to effective use of OPRAS. An extra unit increase in the use of OPRAS evaluation final report in preparing Training Needs Assessment (TNA) to identify shortcomings (X8) increases the effective use of OPRAS by 0.2334976 since training needs assessment enables management to know the knowledge gap that is linked to performance and bridging the gap enables improvement in workers job performance. A unit increase in the use of OPRAS evaluation final report to offer merit promotion to good performer employees (X11) increases the effective use of OPRAS by 1544653, once workers understand a clear path in promotions through unbiased evaluation will enhance their performance which will remark effective use of OPRAS.

A unit increase in the use of OPRAS final evaluation report to offer merit promotion and salary increments to poor-performing employees increases the effective use of OPRAS by 0.1365684 (X13), evaluation obtained from OPRAS forms when effectively linked to promotions and salaries directly influence the performance of the poor performing employees and each will perform in such a way that he/she will be in an advantageous position, that is he/she obtain salary increment and hence OPRAS is effectively used.

Table 4.6: Linear regression results of the effect of Strictness with appraisal outcome on effective use of OPRAS TC "Table 4.6: Linear regression results of the effect of Strictness with appraisal outcome on effective use of OPRAS" \f T \l "1" 
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       _cons     1.293327   .3402507     3.80   0.000     .6230108    1.963644

         x14     .0184271   .0583445     0.32   0.752    -.0965155    .1333698

         x13     .1365684   .0689396     1.98   0.049     .0007528     .272384

         x12     .0340031   .0625859     0.54   0.587    -.0892952    .1573014

         x11     .1544653   .0702392     2.20   0.029     .0160895    .2928412

         x10     .0359382    .066373     0.54   0.589    -.0948212    .1666975

          x9     .0277223   .0729936     0.38   0.704    -.1160799    .1715246

          x8     .2334976   .0701658     3.33   0.001     .0952664    .3717289

                                                                              

           y        Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]

                             Robust

                                                                              

                                                Root MSE          =     1.0493

                                                R-squared         =     0.2022

                                                Prob > F          =     0.0000

                                                F(7, 236)         =       7.33

Linear regression                               Number of obs     =        244

. regress y x8 x9 x10 x11 x12 x13 x14, vce(robust)


Source: Field data, (2022)

4.5.3 Model 3: The effect of Performance targets setting on effective use of OPRAS

This part presents the regression results of the third objective which was to determine the effect of Performance target setting on the effective use of OPRAS, STATA software was applied to run the ordered logistic regression model and results are presented in Table 4.7.

From the results above the associated probability of the model ( Prob > F ) has a value of 0.000 which indicates that the model is statistically significant since this value is less than 0.05, thus we are sure that at least one of the variables measuring performance target setting is significantly related to the effective use of OPRAS. And this independent variable explains 26.48% of the variation in the dependent variable since the value of R2 is 0.2648. In this model, only three variables that measure performance goal setting were found to be statistically significant. The rest of the variables, participating in setting the performance targets X15, participating in setting evaluation criteria X16, participating in reviewing performance targets at the mid of financial year X18 and participating in discussing my performance targets at the begging of financial year X20, were found to have insignificant influence in the effective use of OPRAS. A unit increase in worker participation in evaluating his performance increases the effective use of OPRAS by 0.2163436(X17) at a 1% level of significance, this reveals the openness between worker and his/her supervisor and ensures unbiasedness and reediness to accept results thus effective use of OPRAS. An extra worker participation in allocating resources to implement the set performance targets at a 10% level of significance increases the effective use of OPRAS by 0.1205219(X19), a sense of ownership and worker responsibility enables the attainment of effective worker participation and enables effective use of OPRAS. A unit increase in the workers being set performance targets by fellow workers increases the effective use of OPRAS by 0.2171441 at a 1% level of significance (X21), this reveals that cooperation among superior and subordinate workers, at all levels increases the effective use of OPRAS.

Table 4.7: Results of the effect of Performance targets setting on effective use of OPRAS TC "Table 4.7: Results of the effect of Performance targets setting on effective use of OPRAS" \f T \l "1" 
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       _cons     1.049761   .2654122     3.96   0.000     .5268811    1.572641

         x21     .2171441   .0570928     3.80   0.000     .1046674    .3296207

         x20     .0751027   .0639506     1.17   0.241    -.0508842    .2010896

         x19     .1205219   .0643289     1.87   0.062    -.0062103    .2472541

         x18     .0464623   .0713488     0.65   0.516    -.0940995    .1870242

         x17     .2163436   .0678671     3.19   0.002     .0826409    .3500462

         x16    -.0532093   .0707513    -0.75   0.453    -.1925942    .0861755

         x15     .0776971   .0605199     1.28   0.200    -.0415311    .1969253

                                                                              

           y        Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]

                                                                              

       Total    325.684426       243  1.34026513   Root MSE        =    1.0072

                                                   Adj R-squared   =    0.2430

    Residual    239.426919       236  1.01452084   R-squared       =    0.2648

       Model    86.2575073         7   12.322501   Prob > F        =    0.0000

                                                   F(7, 236)       =     12.15

      Source         SS           df       MS      Number of obs   =       244

. regress y x15 x16 x17 x18 x19 x20 x21


Source: Field data, (2022)
4.6 Discussion of the Findings TC "4.6 Discussion of the Findings" \f C \l "1"  

4.6.1 To determine the effect of Skills and knowledge of employees on the effective use of OPRAS TC "4.6.1 To determine the effect of Skills and knowledge of employees on the effective use of OPRAS" \f C \l "1" 
The study found that the skills and knowledge of employees have a significant influence on the effective use of OPRAS. This means that more employees have enough knowledge of OPRAS increases the possibility for OPRAS being effectively used. Thus government and other private institutions should ensure enough knowledge on OPRAS to the employees, disseminated through job training, ensure employees can fill in the forms on their own and can be able to have a glance at self-evaluation as this will make an individual know how he/she should perform his/her duties to achieve personal goals in line with organizational/institutional goals. For successful implementation of performance appraisal employees need to be equipped with knowledge and skills as postulated in studies by Nchimbi, (2019), Mwita & Andrea (2019), Rwothumio et al (2021), Ziyaminyana & Pwaka (2019) and Yoopetch, Nimsai & Kongarchapara (2021).

The results cement the goal-setting theory that once employees know their duties, and the goals that are set for them by the organization they will have more motivation towards good performance in the workplace, as through Open Performance Review and Appraisal System goals and targets are set for a given period thus they should know how this goals and targets are set and able to identify the organizational standards. These findings are not new in the field of knowledge similar results were obtained by Alman & Yusuph (2020) and Ilomo & Anyingisye (2020) who found that the ineffective use of OPRAS in the Shinyanga region Arusha respectively is a source of inappropriate evaluation as no linkages between human resource who are aware of the setting of evaluation and lack of knowledge, skills and competencies that are essential for successful implementation of OPRAS.  
4.6.2 To determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS TC "4.6.2 To determine the effect of Strictness with the appraisal outcome on the effective use of OPRAS" \f C \l "1" 
The study has found that strictness with appraisal outcomes is a significant determinant of the effectiveness of the effective use of OPRAS. This means that strictness with appraisal outcomes can determine the effective use of OPRAS or may determine less. Results of OPRAS evaluation when used and applied to ensure employees that perform better enjoy the rewards of better performance and likewise to those who do not perform well, gives reason to those performing better to continue and if possible also to perform even better. This fact is also in line with Goal Setting Theory which portrays that open performance feedback is a catalyst for better performance and further can reveal the absence of favouritism in the workplace. And hence this study recommends indeed strictness with performance appraisal as it ensures effective use of OPRAS and results in better performance in the workplace.

As this study recommends stringent measures on strictness with appraisal outcome similarly Owino, Oluoch & Kememia (2019) in their study reaches similar conclusions that Managers should try to provide regular feedback as it is desired by employees, regular feedback corrects repetition of mistakes and keeps staff focused on what is required of them. Kessler (2008) also in his study insists on strictness on performance appraisal and adds that there should be a review as it more efficiently lines workers to the organizational set goals. Feedback has also been insisted on by Mwita, Nzulwa & Kaamara (2023), Rahahleh, Alabaddi & Moflish (2019), Binta et al (2019) and Ziyaminyana & Pwaka (2019).
4.6.7 To determine the effect of Performance targets setting on the effective use of  OPRAS TC "4.6.7 To determine the effect of Performance targets setting on the effective use of  OPRAS" \f C \l "1" 
Performance target setting was also found by the study to influence positively the effective use of OPRAS. This means that employees who participate in the setting of organizational /institutional targets increase the possibility for effective use of OPRAS, it reveals that employees fill the organizational work and targets taken at the individual level and see that their own tasks and own achievement, the more individual participate in setting their target it is more probable that they will perform their task knowing where they are intending to reach and what they have planned to achieve. Thus the study finds it more optimal to engage employees in setting their performance targets, setting their evaluation criteria and in the end do also the evaluation openly. This finding is supported by Ilomo and Anyingisye (2020) in their findings which revealed openness in the process of discussing and setting objectives with their supervisor. 

The findings reveal the set theory of goal setting is true as the more workers are involved performance will improve in the organization/institution. Nchimbi (2019) recommended that the council should create room for the practice of setting goals and standards of performance measure based on mutual agreement between employees and supervisors and let employees agree on the goals they are expected to achieve and the standard on which they will be evaluated. Also Moraa & Datche (2019) in their findings postulated that employee involvement in discussing performance goals instils employee performance ownership of the goals thus stimulating employee attainment of those goals. 

Employee participation in setting performance targets has a positive impact on employee performance as it stimulates them to perform better because they will be aware of the organization and individual goals to be achieved. Gogoi & Baruah (2021) in their findings revealed that goal setting has a positive impact on employee outcome and that employee outcome increases with a better goal-setting process. 

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSION AND RECOMMENDATIONS
 TC "SUMMARY, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "Introduction" \f C \l "1" 
The main objective of the study was to assess factors affecting the effective use of OPRAS in the Kishapu District Council. Specifically, the study aimed at examining the skills and knowledge of employees over the use of OPRAS; identifying the strictness of OPRAS outcome by the Council; and examining the participation of employees in setting performance targets. This chapter presents a summary of findings in line with the study objectives. It concludes and presents recommendations on the factors affecting the effective use of OPRAS.
5.2   Summary of Findings TC "5.2   Summary of Findings" \f C \l "1" 
This study indicates that it's only a few respondents who do not have enough knowledge on OPRAS and it's important in the employment environment. The findings of the study imply that the majority of the respondents attended job training about OPRAS for better understanding. The results also imply that the majority of the respondents always get assistance from their co-workers on how to fill out the OPRAS forms and sometimes fill it on their own. The findings of the study reveal that the majority of the respondents accept that they could identify standards, criteria and grades stipulated during the evaluation of the performance.  
Regarding performance targets, the study findings reveal that the majority of the respondents do understand the OPRAS evaluation final. The result implies that the majority of the respondents accept that OPRAS evaluation final report is used to hold on promotions and salary increments to poorer performer employees for the better performance of the organisation. 
5.3   Conclusion

This result implies that most of the respondents do accept that they do understand what OPRAS is and how it works in the organisation. The result implies that most of the respondents fill out the OPRAS form just because it is one of the job requirements to understand fully the organisation's performance regarding their daily activities. The finding indicates the training is more important to the staff as it elaborates clearly on how to fill the OPRAS form although they always get assistance from their co-workers on how to fill in OPRAS forms. The finding indicates that they could identify standards, criteria and grades stipulated during the evaluation of the performance. 

This result implies that most of the respondents do accept that OPRAS is a very important figure in the organisation when they want to identify shortcomings and that they want to prepare training need assessment. The findings concluded that OPRAS is very important in the organisation as it helps to determine how the organisation perform and detect if there is any problem that could hinder organisational performance. 
The finding indicates that involving some employees in the reviewing of the target performance of the mid-financial year of the organization is an act of transparency in the organization which increases their awareness about the organizational progress. 

The finding indicates that, for the better performance of any organisation, the targeted performance should be well addressed and set up. This is done by ensuring discussion is done and the right decision is well placed before the implementation.
5.4 Recommendations TC "5.4 Recommendations" \f C \l "1" 
In light of the findings and the conclusion drawn, the following recommendations are put forward to improve effectiveness use of OPRAS:

(i) The study recommended that organization should provide training regularly to all employees to bring a sense of ownership on the importance of OPRAS, this is due to the fact most of the respondents knows what OPRAS is, but they do not take it seriously on its implementation.

(ii) Performance targets should be realistic to yield expected outcomes which are reflected in society. Performance targets should be extracted from the Council Strategic Plan and Election Manifesto 
(iii)  The organization should stick to putting into action the OPRAS outcome because it is where employees' obligations, rights and sanctions are preserved. The emphasis should focus on improving the performance of poorer performers.
5.5 Areas for Further Research TC "5.5 Areas for Further Research" \f C \l "1" 
This study aimed at assessing factors affecting the effective use of OPRAS in Kishapu District Council, Tanzania. The study was quantitative, it is suggested that a similar research study be conducted using qualitative design in other districts in Tanzania for generalizing the research findings.
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APPENDICES

Appendix A

Questionnaire to all Council staff
Dear respondent,

I Shadrack C Kengesea  student from The Open University of Tanzania taking a Master of Arts in Governance and Leadership, I am conducting a research on factors affecting the effectiveness use of OPRAS in Local Government Authorities in Tanzania a case of Kishapu District Council. This questionnaire intends to collect information about the subject in case which will enable the research to analyze critically. The information you provide will be treated regarding academic ethical consideration and will be used for academic purposes only.

SECTION A. DEMOGRAPHIC INFORMATION OF THE RESPONDENT’S 

1. Gender 

Please put a tick (√) on the appropriate category. Where 1═ male 2 ═ female
	1
	

	2
	


2. Age. Put a tick √ on appropriate category

	Between 18 and 25 years
	

	Between 26 and 35 years                             
	

	Between 36 and 45
	

	Between 45 and above
	


3. Education 

Please put a tick (√) on the appropriate category.  
	1. Certificate 
	


	2. Diploma 
	

	3. Bachelor Degree 
	

	4. Master Degree
	

	5. Other qualification 
	


Work experience 

	Between 0 - 5 years
	

	Between 6 - 10 years                             
	

	Between 11 – 20 years
	

	Between 21 – 25 years
	

	Between 26 – 30 years
	

	30 and above years
	


SECTION B. STATEMENT AGREEMENT
Please tick on the appropriate box indicating the extent of your agreement with the statement where 1= strongly disagree 2= disagree 3= neither disagree nor agree 4= agree 5= strongly agree.

	Measures of skills and knowledge of employees. What is your skills and knowledge about the use of OPRAS?
	
	
	
	
	

	I have no idea what the term even means
	1
	2
	3
	4
	5

	I always fill in OPRAS forms to meet employers demands but not for organizational performance
	1
	2
	3
	4
	5

	I have attended on job training about OPRAS
	1
	2
	3
	4
	5

	I always fill in OPRAS forms on my initiatives 
	1
	2
	3
	4
	5

	I always get assistance from my co - workers on how filling in OPRAS forms
	1
	2
	3
	4
	5

	OPRAS forms are difficult to fill
	1
	2
	3
	4
	5

	I could identify standards, criteria and grades stipulated during evaluation.
	1
	2
	3
	4
	5

	Measures of strictness with appraisal outcome. How strict OPRAS outcome are taken in action by the Council? 
	
	
	
	
	

	OPRAS evaluation final report is used for preparing Training Needs Assessment (TNA) to identified shortcomings.
	1
	2
	3
	4
	5

	OPRAS evaluation final report is used for coaching to poor performed employees. 
	1
	2
	3
	4
	5

	OPRAS evaluation final report is used for preparing seminars to employees did not accomplish performance targets. 
	1
	2
	3
	4
	5

	OPRAS evaluation final report is used to offer merit promotion to good performer employees. 
	1
	2
	3
	4
	5

	OPRAS evaluation final report is used to allocate fund to enable employees to accomplish their performance targets in the following financial year. 
	1
	2
	3
	4
	5

	OPRAS evaluation final report is used to hold on promotions and salary increment to poorer performer employees. 
	1
	2
	3
	4
	5

	No action taken on OPRAS outcome 
	1
	2
	3
	4
	5

	Measures of Performance targets. What is your participation in setting performance targets?
	
	
	
	
	

	I participate in setting the performance targets
	1
	2
	3
	4
	5

	I participate in setting evaluation criteria 
	1
	2
	3
	4
	5

	I participate in evaluating my performance
	1
	2
	3
	4
	5

	I participate in reviewing performance targets at the mid of financial year
	1
	2
	3
	4
	5

	I participate in allocating resources to implement the set performance targets
	1
	2
	3
	4
	5

	I participate in discussing my performance targets at the begging of financial year
	1
	2
	3
	4
	5

	My fellow workers set for me performance targets. 
	1
	2
	3
	4
	5

	Measures on the effectiveness use of OPRAS. How effective is the use of OPRAS?
	
	
	
	
	

	OPRAS is effectively used.
	1
	2
	3
	4
	5

	Improvement plans are integrated during the feedback 
	1
	2
	3
	4
	5

	The performance feedback data is used to set priorities in the next financial year
	1
	2
	3
	4
	5

	The feedback I receive helps me to understand my strength and weakness which is integrated in TNA. 
	1
	2
	3
	4
	5

	Promotions and salary increments are based on OPRAS
	1
	2
	3
	4
	5

	Rewards are given out for outstanding performance
	1
	2
	3
	4
	5

	Performance targets are discussed before implementation 
	1
	2
	3
	4
	5


THANK YOU FOR YOUR COOPERATION
Table: Summary of empirical literature review          Appendix       B
	S/N
	Author
	Title
	Country
	Methodology (Data analysis)
	Main findings

	1
	Yoopetch, Nimsai & Kongarchapatara (2021) 
	The Effects of Employee Learning, knowledge and satisfaction on Employee Performance and Career Growth in the Hospitality Industry.
	Thailand 
	Structural Equation Modeling 
	Employee learning, employee knowledge and employee satisfaction were influential factors for employee performance.

	2
	Rahahleh, A.H,  Alabaddi, Z.A &Moflish, M.A (2019)
	The Impact of Performance Appraisal on Employee Performance in Banks Operating in the South of Jordan
	Jordan
	PLS – SEM
	Communications standards, giving feedback and corrective action influences employee performance

	3
	Gogoi, K & Baruah, P (2021) 
	Goal setting: Its Impact on Employee Outcome.
	India 
	Regression & Correlation
	Goal setting has a positive impact on employee outcome and that employee outcome increases with a better goal setting process. 

	4
	Al – Jedaia, Y & Mehrez, A (2020)
	The effect of performance appraisal on job performance in governmental sector: The mediating role of motivation
	Qatar
	Correlation and Regression analysis
	Performance Appraisal purpose (PAP) and PA methods of evaluation (PAE) had impact on motivation and job performance while PA criteria (PAC) and PA leadership had no impact on motivation and job performance

	5
	Al-Habsi, N & Madbouly, A (2021) 
	The Effect of Performance Appraisal Systems on Employees and Organizations in Omani Private and Governmental Institutions.
	Omani 
	ANOVA
	High effectiveness of the appraisal systems implemented.

	
	
	
	
	
	
	

	6
	Owino, C. A, Oluoch, M &Kimemia, F (2019)
	Influence of Performance Management Systems on Employee Productivity in County Referral Hospitals of Kiambu County
	Kenya
	Correlation and Regression
	Planning, Appraisal, feedback and reward has positive influence on employee productivity
	

	7
	Binta et al (2019)
	Effects Of Performance Appraisal On Employee Productivity In Federal Ministry Of Education Headquarters Abuja Nigeria
	Nigeria
	Descriptive & OLS 
	Appraisal performance and employee feedback had positive and significant effect on employee productivity
	

	8
	Moraa & Datche (2021)
	Effect of performance appraisal on employee performance: a case study of national health insurance fund. 
	Kenya 
	Descriptive 
	Organization develops goals which are realistic and attainable 


	

	9
	Ziyaminyana, N &Pwaka, O (2019)
	An Investigation into the Impact of Performance Management Systems on Employee Productivity: The Case Study of Information and Communication Technologies (ICT) Companies in Harare, Zimbabwe
	Zimbabwe
	Correlation and regression analysis
	Performance Appraisal has a positive and significant relationship with employee productivity
	

	10
	Rwothumio et al (2021)
	Influence of Performance Appraisal in Determining Academic Staff Performance in Public Universities in Uganda 
	Uganda 
	Pearson’s Correlation, linear regression and factor analysis
	Moderate positive relationship existed between performance appraisal and academic staff teaching 
	

	11
	Nchimbi, (2019)
	Implementation of Open Performance Review and Appraisal System in Tanzania Local Government Authorities: Some Observations and Remark. 
	Tanzania 
	Descriptive statistics 
	Open Performance Review and Appraisal System are not adequate at improving employees’ performance in Iramba District Council 
	

	12
	Mwita, Nzulwa & Kaamara (2023)
	The effect of employee performance appraisal on performance of Savings and Credit Cooperative Societies in Tanzania. 
	Tanzania 
	Descriptive 
	Performance appraisal tools, performance standards, evaluation process and workforce diversity positively correlated with SACCOS performance.
	

	13
	Ilomo & Anyingisye (2020)
	An Assessment of the Effectiveness of Open Performance Review and Appraisal System (OPRAS) to Secondary School Teachers in Arusha City 
	Tanzania 
	Descriptive 
	Secondary schools teachers perceived the management and supervision process of Open Performance Review and Appraisal System was not effective.
	

	14
	Alman, K. L&Yusuph, L. M(2020)
	Performance Appraisal Experiences and Its Implications on Human Resource Decisions in Decentralized Health Services in Shinyanga Region, Tanzania
	 Tanzania 
	Descriptive Analysis
	Individual employee’s performance is ineffectively evaluated due to the ineffective use of OPRAS
	

	15
	Mwita, K.M& Andrea, P.T (2019)
	Assessment of employee performance management in Tanzania public health facilities
	Tanzania
	Descriptive  Analysis
	Considerable number of health workers do not understand well how to use the performance Management system in place (OPRAS)
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