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ABSTRACT

The objective of this study was to access the impact of promotion to employees

performance at Dar es Salaam City Council. The focused objectives were to examine

the implementation of promotion procedures at Dar es Salaam City Council, assess

the positive impact of promotion to the individual employees and organizational

performance. Determine clients/customers satisfaction level with performance of the

council in service delivery and identify the factors that hinder effective

implementation of promotion practice to employees of Dar es Salaam City Council.

A case study research design was adopted for the study to allow an investigation

concerning the implementation of promotion practice, the relationship between

promotion and employee’s performance and its implications towards employees’

performance. A sample of 150 was employed, where 100 employees selected by

purposive sampling, random sampling, and 50 clients/customers were selected using

convenience sampling in order to provide feedback to the council’s performance.

Primary data from the study were collected using self-administered questionnaires

and interview guides. The structures questionnaires was administered to the

employees at operational level (85) while interview guide were used to heads of

department, sections, human resources officers (15) and (50) clients/customer as

beneficiaries of councils service delivery. The primary data were supplemented with

secondary data and analyzed using both qualitative and quantitative methods.

The research findings have shown that DCC employees were aware of promotion

procedures, although there is need for human resource department to spell it well to

all employees. Also the results show that promotion has impacts to individual and

organizational performance as it induces motivation, good performance, good

relations and increased remunerations. The findings of study indicate that there were

impacts for non-adherence to promotion procedure which affects individual

performance and organization such as poor performance, accumulated promotion,

poor relations and labour turnover. The availability of human resource strategic plan

and good working conditions were recommended factors for improved

implementation of promotion practices to public and private organizations.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Globally there is an increasing expectation for public sector services to be

comparable to the best in the private sector. In strategic plan of Tanzania the

government will embark on a services transformational initiative to respond to the

needs of the people and business. It includes designing efficient and convenient

services for people and business. In order for people to perform the tasks; the

recognition should be reviewed accordingly. This is important to ensure employees

are motivated and deliver high quality services to government.

The Dar es Salaam City Council has put the interest on development of human

capital, especially the mission to become a world class organization. The challenge

for Dar es Salaam City Council employees is providing high quality services. High

motivation is also a top management priority as well as expecting employees to

follow rules and regulations to perform the tasks assigned to them according to the

standards set for them. However, employees expect good working conditions, fair

pay, fair treatment, secure career, power and involvement in decision making (Khan

et al, 2010).

Performance of any organization largely depends on the performance of its

employees. Successful organizations are increasingly realizing that there are a

number of factors that contribute to performance but human resource is clearly most

critical (Mello, 2005). In spite of the size and nature of the organization, the activity

it undertakes, and the environment in which it operates, its success depends on its

employees, decision and their behavior. To evaluate performance of employees in an

organization is one of the major purposes of employing human resource practices. In

the competitive environment of modern era organizations are persistently improving

performance of their employees by improving human resource practices. Caliskan

(2010) acknowledged that human resource practices are the main source of
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competitive advantage. Many researchers have proven that human resource practices

have a significant and positive relationship with employee’s performance (Tessema

and Soeters, 2006). Since motivation vary between top management and employees,

it is important to understand what motivates them, what factors influence motivation

and which rewards influence motivation in order to enhance productivity (Mills and

Walton, 1984)

Among the various approaches that organizations use to motivate their employees is

promotion. This is the practice of placing employees from lower grades in the

organization into higher grades with subsequent increase in salary on one hand and

responsibilities on the other. Promotion can be viewed as a reward for what an

employee has contributed to the organization. Owing to the merit an employee has to

the organization, promotion might be a necessity in order to retain that particular

employee.

However, as Bedfast (2004) points out, Promotion should not only be considered as a

means of merely rewarding employees but also should be taken as a means towards

placement of employees in positions they fit. In this view, promotion touches not

only the welfare of the employee but also that of an organization (employer).

Therefore, Promotion of employees in organizations should be carefully

implemented by following specific policies and procedures. Contrary to that,

promotion turns into a setback to the employees’ performance. This study was meant

to assess the impact of promotion to employee’s performance for the public

organization, the ultimate goal being to identify appropriate recommendations to

relevant authorities on the necessary steps to be taken to ensure that the

implementation of the promotion practice leads to efficiency and effective in

attaining organizational goals.

Thorndike’s law effect states that behaviors that are rewarded are more likely to be

repeated than those that are punished (Schermerthon, 1986). Pinnington et al., (2002)

notes that today’s employees need instructive, supportive feedback and desire

rewards if they have to translate their knowledge into improved productivity and
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superior quality. Properly administered feedback and rewards can guide, teach, and

motivate people in the direction of positive change. If the performance level is lower

than that of others who get the same reward, there is no reason to increase their

output. Lawler (2003) argues that prosperity and survival of an organization is

determined on how the human resources are treated. When an employee is

motivated, it leads to actions in pursuit of the interest Armstrong, (2001). The aim of

the study was to determine the impact of promotion towards employees’ performance

and identify its effect to an organization. The findings of this research are expected to

provide references to government and management of Dar es Salaam City Council in

developing an appropriate strategy of motivation approach for their employees.

1.2 Statement of the Problem

Promotion plays a key role to employee motivation-both intrinsically and

extrinsically by Flippo, (1961) promotion involves a change from one job to another

that is better in terms of status and responsibility. Ordinarily, the change to the higher

job is accompanied by increase in pay and privileges. In this context, we can argue

that employees are intrinsically motivated by promotion through the increased

responsibility and also extrinsically through the increased status, pay and privileges.

Promotion tries to meet the employees’ higher order needs for esteem and self-

fulfillment or actualization as suggested by Abraham Maslow in hierarchy of needs.

According to Maslow, people need to have respect of others (prestige) and this is

what he termed as “Esteem needs”. These include desires for adequacy, achievement,

reputation and status. In addition, employees need to develop their potentialities and

skills to enable them become what everyone believes is capable of becoming-this is

what is termed as “self fulfillment” or “self actualization”.

Promoting employee from lower level to the upper level creates a feeling of content

among the employees. It improves their job satisfaction and motivation by providing

greater income, status and responsibilities. By building up loyalty, promotion

reduces, labour turnover. Promotion stimulates self development and creates interest

in training and development programmes (Gupta, 2011).
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However, the main reason behind organization’s practicing promotion is first to

enhance employee motivation and ultimately achieving organizational success; and

second, to ensure achievement of the interests of individual employees. In this

context, promotion is an important practice in ensuring mutual existence between the

organization and employees. It encourages people to stay longer with the

organization in order for them to satisfy their needs, which in turn lead to increased

organizational stability and performance (Armstrong, 1984).

Therefore, promotion for employees is a vital aspect for the survival of any

organization, whereby various ways of promotion can be implemented such as merit

and seniority. If well implemented, it leads to motivation. However some

organizations are not adhering to the procedures that lead to poor performance due to

employees lack of satisfaction. In order to ensure effectiveness of the practice in

organization, clear policy and procedures must be laid down for guidance. In the

Public service sector promotion of public servants is effected in accordance with the

Public Service Management and Employment policy of 1999, the Public Service

Regulations of 2003 (made under section 34 (1) of the Public service Act No. 8 of

2002) and the Public Service scheme of 2003). The provisions insist on promotion on

merit based on academic qualification, performance, skills, personal qualities and job

experience. Promotion on merit is adopted by many organizations as a way of

motivating employees to perform better. It is seen as a fair method of rewarding

those whose performance is considered exemplary and in the process encourages

everyone to strive and perform better.

In this view, having a clearly established policy and procedures to guide promotion

at hand and the government set resources to provide promotion every financial year,

does not mean that there are no problems that face public servants in connection with

their promotions. Despite the efforts done by government to promote its employees,

the observation made on the promotion trends for Dar es Salaam City Council was

that only 10% were promoted out of 30% of employees who qualified promotion. To

provide these things to the employees in an economic way is very difficult and

cumbersome. But in order to retain talented employees it is crucial for any
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organization to provide promotions timely, although this requires economy which is

performing positively and good production turnover. There are some cases where

promotions are delayed due to certain circumstances which lead to complaints,

labour turnover, and absenteeism from public servants.

It is from this point on view the research has to be conducted on the study on Impact

of Promotion on Employees Performance for the Public Organization. The objective

of these case studies is to find out the influence of promotion and employee

performance, identifying the requirement of promotion, examining the extent to

which there is consistency in the implementation of promotion, positive impact to the

individual employee and to the organization and identifying the challenges, that

hinders effective implementation of strategies of promotion programs, and possible

recommendations that could be helpful to the public and private sectors for their

productivity.

1.3 Objective of the Study

This study mainly intends to assess the impact of promotion towards employees’

performance for the public organization.

Specifically the study is aimed at accomplishing the following objectives:

(i) To examine the implementation of promotion procedures at Dar es Salaam

City Council.

(ii) To assess the positive impact of promotion to the individual employees and

organization performance.

(iii) To determine customers satisfaction level with performance of the council in

service delivery.

(iv) To identify the factors that hinder effective implementation of promotion

practice to employees of Dar es Salaam City Council.

1.4 Research Questions

This study aimed at answering one main question: “To what extent promotion

contributes towards employees’ performance? More specifically, the study intended

to find answers to the following questions:
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(i) What are roles of the employer towards the enhancement of employees’

promotions in the organization?

(ii) What is positive impact of promotion to both individual employees and

organization performance?

(iii) Are clients satisfied with performance of the council in service delivery?

(iv) What are problems of effective implementation of promotion procedures to

employees?

1.5 Significant of the Study

In recent years, researchers are conducting research on employee’s promotion. The

significance of this study is to help Public and Private Organizations by identifying

the benefits, problems, analyzing information’s and recommending for the

improvement of promotion practices for employees. In addition to that, this study

will act as a stepping stone to other researchers who wish to conduct studies in this

area and hence contributing to knowledge advancement and solving related problems

pertaining to the promotion of employees in Tanzania.

1.6 Outline of the Study

The research report is organized in five chapters. The background of the study,

problem statement, research objectives, research questions and significance of the

study are presented in Chapter One. Chapter Two addresses the literature review.

Chapter three divided into aspects of research design, study area and population,

sample size and sampling procedures, methods of data collection and data analysis

method. Chapter four present results and discussion of the study findings as

generated through questionnaires, interview guide and documentary review. The

summaries of entire research findings, gives conclusion and recommendation in

chapter five. The main issues covered in the literature review are the impact of

promotion to employee’s performance and specifically in public organization in

Tanzania.
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1.7 Scope of the Study

The study was carried out at Dar es Salaam City Council in Dar es Salaam Region

and was concerning with Impact of Promotion to Employees Performance in Public

Sector in Tanzania. Therefore the findings that generated represent almost true

aspects of what is happening in Public sector in Tanzania.

1.8 Limitation of the Study

Time constraint, the sample size is likely to be influenced by time for doing research

and data analysis of data. The less the time allotted, the big the possibility of using

small sample size. For a study of this nature, time limitation result in failure to

contact many respondents.

Another limitation is inaccessibility to some information. The researcher faced some

difficulties in terms of accessing some information, especially some official

documents which are sometimes referred as “confidential” by some authorities. This

limitation has been addressed by the good introduction meeting or entry meeting as

collection of data will be used only for the purpose of the study and nothing else

prior to the commencement of research study.

Other limitations are the limited scope of the dissertation and the duration of research

which is in partial fulfillment of a coursework based Masters degree. Due to

inaccessibility to employees in other geographical locations or organizations, the

reliability of these results cannot be assured (Collis & Hussey 2009:65).
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter explores the concept of impact of promotion and employees

performance in the public organization. The process of promotion practices in

Tanzania is critically reviewed. Research gaps are identified at the end of the chapter.

Available literature concerning the problems was surveyed and examined in order to

enhance the researcher to be conversant with relevant theories, reports, and records

as also other relevant literature. By knowing what data is available serves to narrow

the problem itself as well as techniques that might be used in the study.

2.2 Definition of Key Terms

2.2.1 Promotion

According to Gupta (2011:18.7) Promotion refers to advancement of an employee to

a higher post carrying greater responsibilities, higher status and better salary. It is the

upward movement of an employee in the organization’s hierarchy, to another job

commanding greater higher authority, higher status and better working conditions.

Promotions are used to reward employees for better performance and to motivate

them for greater effort.

2.2.2 Employee Performance

Employee Performance is the successful completion of tasks by a selected individual

or individuals, as set and measured by a supervisor or organization, to pre-defined

acceptable standard while efficiently and effectively utilizing available resource

within a changing environment by Mathias and Jackson (2009:324).

2.2.3 Performance

Performance is associated with quantity of output, quality of output, timeliness of the

output, presence/attendance on the job, efficiency of the work completed and
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effectiveness of work completed Mathias and Jackson (2009:324). Standard to which

someone does something such as job or examination (Macmillan English Dictionary

for Advanced Learners, 2007:1109).

2.2.4 Performance Appraisal

Performance Appraisal is the systematic, periodic and an impartial rating of an

employee’s excellence in matters pertaining to his present job and his potential for a

better job. (Flippo, 1984:225).

2.2.5 Motivation

Motivation refers to influences that account for the initiation, direction, intensity and

persistence of behavior. Bernstein (2008:299). Motivation is a feeling of enthusiasm

or interest that makes you determine to do something (Macmillan English Dictionary

for Advanced Learners, 2007:295)

2.3 Theoretical Framework

2.3.1. Promotion Procedures

Promotion policy should spell out the procedure which will be followed in promotion

and the personnel who will be involved in promotion decisions. Generally, the

promotion process is initiated by Human Resource Department and is completed in

association with line managers. Prasad, (2010:547)

According to Armstrong (1984: 187), such procedures should consider the following

points; promotion vacancies should be notified to the personnel department;

specified vacancies should be advertized internally unless there is recognized

successor or because of unusual requirements there is no suitable candidate within

the company; departmental managers should not be allowed to refuse promotions

within a reasonable time unless the individual has been in the department for less

than one year, or the department has recently suffered heavy losses through

promotions or transfers; promotion opportunities should be open to all, irrespective

of race, creed, sex, or marital status.
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According to Chruden & Sherman (1980:250), promotion criteria must be fair-

usually combination of ability, relevant experience and length of service. The method

must be fair and selection for promotion must be based on appraisals of present and

past managers.

To make promotion programme systematic and effective, there should be linkage

between an individual’s promotion and his career plan in the organization. Career

planning involves the identification of individuals and charting their career path in

the organization. Since each level of career path, an individual requires different

skills, attitudes, perspectives and behaviors, the development of these is necessary so

that the individual becomes competent before progressing to the next stage of his

career path. This is done through career development. The linkage of career

planning, career development and promotion makes promotion system more

effective.

2.3.2 Influence of Promotion to the Individual Employees and to the

Organization

Danish (2010) contends that human resources are the most important among all the

resources an organization owns. To retain efficient and experienced workforce is

very crucial on overall performance of an organization. Motivated employees can

help make an organization competitively more value added and profitable. Bull

(2005) asserts a view that when employees experience success in mentally

challenging occupations which allow them to exercise their skills and abilities; they

experience greater levels of job satisfaction. Incentives, rewards and recognition are

the key parameters of today’s motivation programs to the most of the organizations

and these bind the success factor with the employee’s performance.

Promotion is the most common form of internal mobility of personnel in an

organization. In fact, it is rarest case that an individual who joins an organization at a

particular position at the beginning of his career retires at the same position.

Promotion is an essential feature of an individual’s career. Promotion is advancement

in the organization which involves a change from one job/position to another that is
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better in terms of status and responsibility. Ordinarily, the change to better job is

accompanied with increased monetary, compensation and privileges (Prasad,

2010:544-545).

Cooke (2000) has included efficiency and effectiveness as ingredients of

performance apart from competitiveness and productivity. She further argued that

training is the tool to develop knowledge and skills as means of increasing

individual’s performance (efficiency and effectiveness).

2.3.3 Promotion and Job Satisfaction of Employees

Promotion is used as a reward for better work performance and organizationally

approved form of behavior. People will work harder if they feel that this will lead to

promotion. It provides satisfaction to personnel who enhance their morale,

productivity, and loyalty to the organization. Promotion provides avenues for

continuous learning and developing of personnel as promotion depends on

promotability which is a result of continuous learning and development. This process

increases individual effectiveness and, consequently, organizational effectiveness

(Prasad, 2012: 545-548).

Promotion of employees has a number of benefits not only to the employees but also

to the organization in which they work. Chruden & Sherman (1980) view promotion

as the means to ensure effective utilization of skills and abilities those individuals

have been able to develop. Promotion creates a feeling of satisfaction with the

present situation and conditions and encourages ambition to continue working with

the company. When carefully planned and implemented, it enhances workers morale,

increase organizational efficiency and provide opportunity for loyal employees

(Walter, 1986). When there is evidence potential competency, promotion can be a

reward for the past performance (Koontz, 1992:279). Promotion must be

implemented based on clear procedures, which are known to management and staff.

Job Satisfaction plays significant role in the organization. Therefore, managers

should take concrete steps in improving the level of job satisfaction. Job satisfaction

is a set of favorable or unfavorable feelings with which employees view their jobs,
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more specifically the nature of jobs they do, the quality of supervision they receive,

co-workers pay and promotional avenues. Job satisfaction affects job performance,

employee turnover, and low absenteeism. High job satisfaction results in high work

performance, less employee turnover and less absenteeism (Prasad, 2012: 458).

2.3.4 Challenges in Implementation of Promotion

Deciding basis of promotion is one of the most contentious issues in Human resource

management because each employee wants a basis which suits him best. There are

two bases of promotion – merit and seniority, but the paradox is that in any type of

organization, some employees want that promotion to be based on merit while others

want it on seniority basis. Therefore, the organization faces a difficulty in choosing a

basis of promotion which is able to satisfy its own needs as well as those of

employees. Prasad, (2010:548).

Cohen et al., (1997) had summarized problems of HR in developing countries: low

levels of salary, deficiency of useful performance values, lack of ability to fire

people, small number of incentives for excellent performance, employment measures

that do not catch the attention of properly skilled people, promotion guidelines based

more on seniority than on actual performance of employees Budhwar and Debrah

(2001) revealed that many developing countries face unintentional barriers in the

way of development due to outdated and unproductive human resource management

(HRM) systems. In recent times, the major focus on HRM writing has been to

elaborate the significance of efficiently administrating human resources of

enterprises (Ahmad and Schroeder, 2003; Delaney and Huselid, 1996; Ichiowski et

al., 1997).

Human resource policies of an organization are significantly important forces for

determining behavior and insolence of employees. Managing HR has many forms of

continuation but human resource management practically in organizations is to make

use of people and maintain employment relations. Developing countries now

consider effective HR more crucial component in their development strategies than

ever before (Bennell, 1994; Budhwar and Debrah, 2001; Hilderbrand and Grindle,
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1997; Kiggundu, 1989; Praha, 2004; World Bank, 1994). Most researchers illustrated

that declining of real incomes, hard working conditions, political intervention and

deprived management from decades, created cadres of public servants in most of

developing countries which resulted in constantly de-motivation and dispirited

(Baron and Kreps, 1999; Das, 1998, Jaeger et al., 1995; Kiggundu, 1989).

2.3.2 Promotion and Motivation

Normally employees derive satisfaction from organization policy of promotion from

within, but badly handled promotions can cause dissatisfaction. For effective

implementation of procedures the following points must be considered:

(i) The criteria for promotion must be fair normally a combination of ability,

relevant experience and length of service.

(ii) The method must be fair.

(iii) Selection for promotions must be based on appraisals by present and past

managers.

(iv) The wages or salary offered to the promoted employee must be what the job

deserves rather than what the management thinks will be accepted.

(v) Unsuccessful candidates for promotion must be treated with sympathy.

2.3.4 Basis of Promotion

Deciding basis of promotion is one of the most contentious issues in human resource

management because each employee wants a basis which suits him best. There are

basically two bases of promotion – merit and seniority, but the paradox is that any

type of organization, some employees wants that promotion to be based on merit

while others want it on seniority.

2.3.5 Merits of Promotion on Merit Basis

When merit is adopted as a systematic basis of promotion, it is a means for

motivating employees for better performance. In the presence of fiercely competitive

human resource market every organization faces the challenge of attracting and

retaining competent employees. If promotion is based on merit, it helps in attracting

and retaining competent employees. By adopting the policy of promotion on merit
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basis, an organization can build up a pool of competent people who are a source for

creating and sustaining competitive advantage for the organization (Prasad L.M,

2010).

2.3.6 Merits of Promotion on Seniority

Seniority as the basis for promotion is based on objectivity and equality. The use of

such criteria as performance appraisal, selection tests, and superiors’ opinion leads

many employees to feel that promotions are not made fairly, which ultimately result

in declining morale and productivity. To avoid this difficulty, it is often suggested

that promotions should be based on seniority which is objectivity determined.

Experience contributes ability, if it is meaningful. Up to some point, the longer an

employee works at one job, the more qualified he becomes for promotion to the new

job. Researches show that the employees with longest service often are better

prepared for promotion than management is initially willing to admit. However,

beyond a certain level, continued service brings very little gain (Prasad L.M, 2010).

2.3.6 Linking Promotion and Career Planning

To make promotion programme systematic and effective, there should be linkage

between an individual’s promotion and career plan in the organization. Usually an

individual is selected by the organization not for a specific job but for a career, a

career is defined as a sequence of positions occupied by an individual during the

course of his organizational life.

Career planning involves the identification of individuals and charting their career

path in the organization. Since each level of career path, an individual requires

different skills, attitudes, perspectives and behaviors, the development of these is

necessary so that the individual becomes competent before progressing to the next

stage of his career path. This is done through career development. The linkage of

career planning, career development and promotion makes promotion system more

effective.
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2.3.7 Bases of Promotion in the Tanzania Public Service

According to the Public Service Scheme of Service, 2003 (Clause 30), an individual

shall be eligible for appointment or promotion after meeting the following necessary

requirements:

Academic qualification determined by a certain level of education required in the

post concerned as indicated in the relevant scheme of service; Professional

competency determined by the skill level of that profession; Age qualification

determined by the date of birth shown in a birth certificate or any other document

relevant and legally acceptable;

Good character and integrity by his appearance, interaction with other people, the

manner he conducts himself, the manner he expresses himself and his track records;

Experience is determined by length of time the employee served in the same post or

equivalent post;

Citizenship determined by birth certificate or registration certificate.

The Government of Tanzania has implemented the Public Service Reform

Programme (PSRP) to ensure accountability and quality service delivery. Following

this, various changes have been introduced in the Public service. The changes

include among others, the following:

(i) Formulation of the Public Service Management and employment Policy of

1999 as amended in 2007. The enactment of the Public Service Act, 2002

(No.8 of 2002) as amended in 2007.

(ii) The enactment of the Public Service Regulations, 2003 and the Public

Service Scheme, 2003

(iii) Formulation of various staff circulars.

(iv) In order to implement the PSRP, The Public Service had shifted from the

traditional performance appraisal system to a new system i.e. Performance

Management System. The system of traditional performance appraisal shifted

to Open Performance Review and Appraisal System (OPRAS) for the public

service. This is an integrated system for building a shared vision,
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understanding and agreement on the results to be achieved, and the approach,

deployment, assessment and review of activities for continuous improvement

in standards of service delivery (URT, 2004). The introduction of this system

aims at improving the quality of Public Services in Tanzania.

Promotion of employees under the OPRAS starts with the completion of the OPRAS

form – TFN 832. This activity starts with the development of personal objectives

based on Strategic Planning process and the organization’s respective service

delivery targets. To develop the individual agreement, both the supervisor and

subordinate have to agree on the following issues:

First, Personal Objectives; appraise and supervisor should complete column 2.2 by

specifying the appraisee personal objectives. These are statements that concretely

and specifically describe the results to be achieved. Each objective shall be Specific,

Measurable, Achievable, Relevant and Time-framed (SMART). The supervisor and

subordinate should agree on the priority of objectives either by ranking or rating by

percentage value, which objectives are most important for the subordinate to address

and which have less importance (URT, 2004).

Second, Agreed Performance Targets; Agreed performance targets: The appraise fills

column 2.3, with a well-defined performance targets derived from the Action Plan. A

performance target has to be specified as a quantitative or qualitative standard to aim

at during the year (URT, 2004)

Third, Agreed Performance Criteria: This is a statement of performance of the

desired output. This should be completed in column 2.4 by appraise and agreed by

the supervisor, describing the factors/standards that will be used to assess effective

performance during the year.

This description should ideally specify the level of performance that is required to

achieve various ratings possible.
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Fourth, Agreed Resource: This column specifies the resources required in order to

achieve the objectives. Resources could be any enablers necessary to assist the

appraisee in the achievement of the assignments. They could be in monetary terms or

other inputs required delivering the outputs.

The above are the major issues that the appraiser and supervisor have to agree in

advance before the appraisal.

During the year there are two phases of performance review. There are the Mid-year

and Annual Performance reviews. (URT, 2004)

The Mid-year Review

The purpose of mid-year review is to keep track of the Appraisee progress in terms

of meeting the annual personal objectives and to identify the resource need that will

be required to carry-out the remaining six months’ plan. In this view appraise should

state progress reached so far towards achieving the target(s). Also the problems

impeding the achievement of the target(s) are identified and some ways are found to

address them.

Revision of the Objectives

This is the adjustment of the objectives to suit the prevailing situations. This shall be

done in agreement between appraise and supervisor. In the case of change to an

objective, it must be reflected in section 4 of the OPRAS form (TFN 832). All

objectives should concretely and specifically describe a result/output to be achieved

and take into account any changes agreed between the supervisors and appraise.

Annual Performance Review and Appraisal

This section should be completed on or prior to June 30th each year. It is the final

performance review that is done at the end of each financial year for the purpose of

assessing the overall appraisee performance in achieving the agreed objectives and in

meeting the targets.
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The appraisee should fill in column 5.2 all the agreed objectives as per section 2 and

4 of the TFN 832; and should state in Column 5.3 the progress reached towards

achieving the targets(s) for the whole year.

The appraisee should rate his/her achievement against each target  as provided in

section 2 column 2.3 and section 4 column 4.3. The supervisor should rate the

appraise against each target as provided in section 2 column 2.3 and section 4

column 4.3. The agreed mark in column 5.4 should be filled by the supervisor after

discussion with the appraisee. For the purpose of assessment, a performance rating of

1 to 5 is used as follows:

1= Outstanding Performance. Clearly exceeds expectations, contributes more

requirements.

2= Performance above average. Completes all assigned objectives.

3= Average performance. Meets basic requirement.

4= Poor performance. Fails to meet basic requirement.

5= Very poor performance. Clearly falls below requirements.

The performance rating done in on the basis of the Attributes of Good Performance

listed under section 6 of the OPRAS form. The overall performance is then derived

from the average section 5 and 6 and having worked out the figure it is filled in the

provided box.

The supervisor will recommend in section 8 the most appropriate reward,

development measures or sanctions to be taken on the employee in accordance with

the level of agreed performance targets. All these should be affected in accordance

with the requirement of regulation 22 of the Public Service Regulations, 2003. It is in

this category the Promotion of an employee is proposed and effected.

In case there are disagreements on the performance review process which if left

unsolved could lead to de-motivation and to no improvement in the performance by

the disgruntled appraise, the supervisor should advise the appraise to report to the
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next higher authority i.e. the immediate superior of the supervisor who understands

better the field of work. The immediate superior can add comments before

countersigning this box in case of any disagreements.

After the appraise and the supervisor completes the form, they should be forwarded

as follows: For principal officers and above, at the end of the year, once fully

completed, the duplicate is forwarded to the respective Chief Executive Officer of an

organization and triplicate to the appraise. All senior officers and below, should send

the original copy at the end of year, once completed to the Chief Executive Officer of

the organization, the duplicate to the parent ministry respective cadre and the third to

the appraise. (URT, 2004).

2.4 Underlying Theories

Employee Performance gave rise to studies, research and proposals of various

theories to explicate the factors that drive employee’s performance. Greater detail is

given on the themes in the theories to identify the relevance and applicability of each

theory to employee’s performance in public organization. In order to provide context

and historical comparison, the theories studied originated from mid – 1900s.

Motivation theory explains the factors that affect goal-directed behavior and

therefore influences the approaches used in Human Resource Management to

enhance engagement (the situation where people are committed to their work and the

organization and are motivated to achieve high levels of performance) (Armstrong,

2011).

There are different aspects developed concerning motivation studies from early

management studies up to date on conducted research with needs to find effective

ways of motivating employees at work places. The traditional theories of motivation

paved a way for development of many theories about human side of motivation.
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Motivation essentially entails influencing human behavior to do or not to do; to act

or not to act towards a certain goal. It is crystal clear that influencing human

behavior is a difficult and complex issue. Because of this complexity, a number of

theories and approaches have been developed to try to explain, understand and

comprehend human motivation. Essentially there are two general approaches to

motivational theories. These are content theories which concern with what should

constitute a package of what influences people to do or not to do something and

process theories whose main concern is how and by what goals people are motivated.

Despite presence of the above general approaches to motivational theory (i.e. content

theories and process theories), there are a number of specific attempts to comprehend

what motivation is all about, its nature and how it should be managed. Arguing that,

a man is an economic animal and therefore sees monetary rewards as basis for

motivating workers to work harder. The emphasis was on improvement of

physiological conditions such as working conditions, strong physical supervision,

etc. With the assumption that all human beings have similar needs  which could be

satisfied in monetary terms, one who works harder should be highly rewarded (in

monetary terms) (Taylor, 1911). Although this theory may motivate workers to work

hard for monetary rewards, it is highly mechanistic and it doesn’t consider other

aspects that motivate an employee other than money (such as good employee –

management relations).

There are different aspects developed concerning motivation studies from early

management studies up to date on conducted researches with needs to find effective

ways of motivating employees at the work places. The traditional theories of

motivation paved a way for development of many theories about human side of

motivation.

As the most known theorist of motivation, Maslow postulates that people are

motivated to satisfy needs and that these needs can be arranged in hierarchy of

importance. According to Maslow, people constantly desire better circumstances;

they always want what they do not have. Maslow’s theory on hierarchy of needs is

one of the most popular theories of motivation. Maslow (1991) stated that employees
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had five levels of needs and that human needs were in the form of hierarchy

ascending from lowest to higher namely; i) Physiological needs ii) Safety needs iii)

Social needs (iv) Esteem needs v) Need for Self-actualization.

Physiological needs in the organizational settings, these reflected in the needs for

adequate heat, air and base salary to guarantee survival. Safety needs in an

organizational work place; safety needs refers to the needs of safe jobs, fringe

benefits and job security. Social needs in the work environment are needs that affect

the desire for good relationships with co-workers, participation in a work group and a

positive relationship with superiors. Within the organization, esteem needs reflect a

motivation for recognition, an increase in responsibility, high status and appreciation

for contributions to the organization. (Gupta, 2011)

Self-actualization refers to the desire for self-fulfillment; it is a drive for individuals

for self-development, creativity and job satisfaction. They are related to developing

one’s competence and becoming a better person. Providing people with opportunity

to grow, be creative, and offer training for advancement are the means that self

actualization needs can be met with in the organization.

Another set of theory on motivation is McClelland’s need theory of motivation.

(McClelland) identifies three types of basic motivating needs, such as need for

power, need for affiliation and need for achievement. For him management is

supposed to recognize these and motivate workers towards realization of them so as

to make an organizational enterprise work well.

McClelland’s theory and research have significant implications for managers. If the

motives of employees can be accurately measured, management can improve the

selection and placement processes. For example, an employee with a high need for

achievement may be places in a position that would enable him to achieve. This

would result in higher performance. Need for achievement is the most crucial to a

nation’s economic progress as it contributes to entrepreneurial success.

Achievement-motivated people can be the backbone of most organizations.
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Managers should raise the achievement need level of subordinates by creating the

proper work environment (Gupta, 2011:33.20-33.24).

2.5 Comparative Studies/Empirical Literature

Few studies similar to this study have been conducted in Tanzania in regard to

Promotion Practices. The researcher managed to review one study that was

conducted in Mwanza Municipal Council by Bedfast (2004) has included promotion

should not only be considered as a means of merely rewarding employees but also

should be taken as a means towards placement of employees in positions they fit. In

this view, promotion touches not only welfare of the employee but also that of the

organization (employer). Therefore Promotion of employees in organizations should

be carefully implemented by following specific policy and procedures. Contrary to

that, promotion turns into a setback to employees’ performance instead of improving

their motivation and ultimately their work performance (Bedfast, 2006).

Bedfast (2006) pointed out two main ways through which an organization may

promote its employees:

(i) By Management decision; in which an employee is selected for promotion on

basis of information already known to the management. This method is a

guide and expensive and obviously suitable for small organizations or for jobs

which the field of possible candidates is small and well known.

(ii) By internally advertisement; where employers are told by notices or circulars

that a post is vacant and they are then invited to apply. Some or all of them

are interviewed and one finally is selected. It does not rely on accurate

employee records, and being open rather than secret, appears fairer to the

candidates than the management decision methods. In the sector, promotions

are almost entirely through internal advertisement.

The most important need of an organization in the context of management of human

resources is to retain its house man talents over the period of time. One of the best

ways for doing this is to promote those who are promotable, and this process is

undertaken on regular basis. Need hierarchy theory of motivation suggests that
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individuals attach very high importance to status and job responsibilities which they

get out of the promotion. Numerous research studies have proved this fact.

Organizations provide several benefits to their employees in order to induce them for

better performance. Out of this promotions are highly desirable to individuals both

for their intrinsic benefits as well as their symbolic connotations of success values.

Most of researches have resulted that cluster of HR practices had significant affect on

performance than those individual practices functioning in segregation (Arthur,

1994; Baron and Kreps, 1999; Huselid, 1995). Tessema and Soeters (2006) has

conducted study on eight HR practices consist of staffing and assortment procedures,

selection practices, guidance, reward, promotion, and employees” performance,

complaint procedure and allowance or social security in relative with perceived

performance of employees.

Promotion constantly go with remuneration increase, either it is made within a grade

or to the superior grade. A continuous procedure, which totally relies on the span of

service and professional “competency”, is accepted at the moment of promotion to

higher step in the job within a grade promotion. Tessema and Soeters (2006)

concluded that there is a positive association between promotion practices and

employee performance. Shahzad et al., (2008) have suggested that “there is a positive

relationship of promotion practices with the university teachers” performance. In this

study a researcher is going to find out the impact of promotion on employees

performance for the public organization in Tanzania.

The Impact of HRM on performance depends upon worker’s response to HRM

practices, so the impact will move in direction of the perception of HRM practices by

the employee. Wood (1999) and Guest (2002) has stressed that a competent,

committed and highly involved work force is the one required for best

implementation of business strategy. Huselid (1995) have found that the

effectiveness of employees will depend on impact of HRM on behavior of the

employees. (Rupia et al., 2012).
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Patterson et al., (1997) while discussing impact of people management practices on

business performance has argued that HR practices in selection and training

influence performance by providing appropriate skills. Their research has found that

HR practices have powerful impact on performance even if measured as

productivity.

A study done by Rupia et. al., (2012) titled “Perception of Civil Servants towards

Promotion on Merit” they pointed out that promotion on merit is adopted by many

organizations as a way of motivating their employees to perform better. Is seen as a

fair method of rewarding those whose performance is considered exemplary and in

the process encourages everyone to strive and perform better. Robbins (2007) asserts

that promotion create the opportunity for personal growth, increased levels of

responsibility and an increase on social standing. Barton (2002) suggests that the

factor which discriminates companies from the others is recognition of their reward

system. Ali & Ahmed (2009) confirm relationship between rewards and recognition

respectively, motivation and satisfaction. The study revealed that if rewards or

recognition offered to employees were to be altered, then there would be a

corresponding change in work motivation and satisfaction.

Career planning is a tool that aligns strategy with future HR needs and encourages

employee to strive for his personal development (William et al., 1996). By increasing

employee participation, the firm will benefit from increase in productivity of the

employee due to increased commitment of the employee. Financial participation

schemes were more beneficial for the organizations than the associated cost

(Summers and Hyman, 2005). Use of best HR practices shows a stronger association

with form’s productivity in high growth industry (Datta et al., 2003). This finding

has significance in our case as we have shown that the telecom sector of Pakistan is a

high growth industry.

Wright et al., (2003) have argued that an employee will exert discretionary effort if

proper performance management system in place and is supported by compensation

system linked with the performance management system. Job definition is



25

combination of job description and job specification. It clearly outlines duties,

responsibilities, working conditions and expected skills of an individual performing

that job (Quresh M Tahir, 2006). Ichniowski (1995) while observing productivity of

steel workers have found that complementary HR practices system affects workers

performance. Majority of previous research has verified significant relationship

between HR practices and Employee Outcomes (Sels, 2006).

In many Private, the owner personally handles all personnel practices and thus,

inefficiencies may occur due to the amount of other activities the owner performs.

The situation creates the danger that small business owners might fail to recognize or

understand critical issues regarding personnel. Employee’s performance in private

sector is linked first, between pay and performance the second is the spirit of team

work.

According to Hodgetts and Richard M (1998) In many private businesses the

minimum wage is paid to beginning personnel and all salaries are kept secret. Only

the owner and the respective employee know how much the employee makes. Over

the time however, raises usually are given to those who stay, and they are not

uniform, some people get more than others. This can create a morale problem when

employees feel that raises are arbitrary and not tied to performance. When this is the

case, two things can happen; first, those who can make more money by going

elsewhere will take advantage of such employment opportunities. Second those who

stay will do less work.

2.5 Conceptual Framework

As the study examines the Impact of Promotion to Employees Performance, the total

number of employees of Dar es Salaam City Council has been taken population,

employee’s performance as dependent variable and promotion, training, policy,

procedure, working condition, performance management as independent variables.

The proposed conceptual model is shown in Figure (1)



26

EMPLOYEE
PERFORMANCE
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Procedure
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Connection between
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Length of Service Management
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Career
Development

Promotion
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Working conditions

Figure 2.1:  Conceptual Frame Work on Impact of Promotion to Employees

Performance

Independent Values Dependent Value Independent Values

Source: Field Data, 2014

The underlying assumption in the study is that performance of employees is

influenced by the entire process of promotion.

The above conceptual framework proves that, promotion as a vital human resources

function in any organization and the main essence of promotion is a motivation to

employees to improve overall organization performance so as to achieve any

organization objectives. In order to implement promotion practice successfully there

are various independent variables that are supposed to be involved for the purpose of

achieving organization objectives, such variables are policies and procedures,

management, job security, performance management, length of service, training.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter describes the research methodology and approach adopted in

conducting the study. The chapter is divided into the following aspects: research

design, study area and population, sample size and sampling procedures, methods of

data collection and data analysis method.

Research Methodology is a way to find out the result of a given problem on a

specific matter or problem that is also referred as research problem. In Methodology,

researcher uses different criteria for solving/searching the given research problem.

Different sources use different type of methods for solving the problem. If we think

about the word Methodology, it is the way of searching or solving the research

problem. Industrial Research Institute (2010).

3.2 Research Design

This study employed a case study design. This design was chosen by the researcher

because it is relevant specific to the content of area of study and will permit a

thorough study of the problem. A research design is the arrangement of conditions

for collection and analysis of data in a manner that aims to combine relevance to the

research purpose with economy in procedure (Claire Selltiz et al., 1962:50). A case

study design permits a thorough study of a social unit over a range of variables but

always maintaining its unitary nature (Sanga, 1985). In this view therefore the study

has  allowed an investigation concerning with the implementation of the promotion

procedures and the influence of promotion to individual and impact association

between promotion and performance of employees Dar es Salaam City Council and

the findings of this study will be limited generalization and other councils.
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3.3 Study area and Population

The study was conducted in Dar es Salaam City Council of Tanzania at the main

office in Dar es Salaam along Morogoro Road. The City has a total surface area of

1,393 square kilometers, which is about 0.15% of the entire Tanzania Mainland’s

area. Dar es Salaam has a regional administration headed by the Dar es Salaam

Regional Commissioner. It also has a City administration headed by the Mayor of

Dar es Salaam. The City also has three Municipal Councils namely, Ilala, Kinondoni

and Temeke. The three Municipalities are the three districts of Dar es Salaam

Region.

The Dar es Salaam City has an apex council for the City – the City Council. The Dar

es Salaam City Council and the three Municipalities operate in the same

jurisdictional areas, but each of the Municipal Council has been given jurisdiction

area demarcated with an administrative order.

The researcher selected this area of study because of ease for access of information

and familiar to the organization.

3.3.1 Study Population

The units of study involved the management and middle cadre and employees at

operational level in the Dar es Salaam City Council. This covered personnel in the

top positions down to the operational level employees. The population under study is

composed of 300 employees of Dar es Salaam City Council in Dar es Salaam

Region.

3.2 Sample of the Study

The study constitute 150 respondents, 100 respondents were taken from the

population of 300 using probability and non-probability methods from Dar es Salaam

City Council. Purposive sampling was used to solicit a sample of 15 potential

respondent’s i.e. knowledgeable people who were expected have all the required

information at their fingertips. Key informants from DCC included City Director,

Heads of Department and Sections and Human resource officers.
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Convenience sampling was used to get clients/customers feedback on level of

satisfaction to performance of DCC on service delivery where 50 respondents were

selected. The operational level employees were selected using random sampling. In

getting feedback from DCC service beneficiaries on satisfaction or dissatisfaction

level of service delivery, convenience sampling was used.

The specific target population of the study included Director and Heads of

Department which constitutes 15 respondents. This is equal to 15% of the

respondents. The officers and operational level employees covered 85 employees.

This is equal to 85% of the respondents. The actual sample of the study from DCC

employees is shown in table 3.1 as follows:



30

Table 3.1:      Sample of the Study

Category Department Population Sample

taken

Percentage

Accountant Finance 26 7 8.2

Records Mgt Assistant Administration 12 7 8.2

Office assistant Administration 18 9 11

Personal Secretary Administration 21 7 8.2

Printers Administration 2 1 1.2

Telephone Operators Administration 2 1 1.2

Economist Economic and Planning 2 1 1.2

Statistian Economic and Planning 1 1 1.2

IT Specialist Economic Planning 2 1 1.2

Engineers Works 6 4 5

Technician Works 28 9 11

Drivers Works 22 8 9.4

Urban Planner Urban Planning 6 4 5

Surveyor Urban Planning 2 1 1.2

Doctors Healthy 3 2 2.3

Healthy Secretary Healthy 1 1 1.2

Environmental Officers Waste Management 8 3 4

Legal Officer Legal 3 1 1.2

Security Guard Legal 87 18 21

TOTAL 285 85 100

Source: Field Data, 2014

3.4 Sampling Designs

This study employed at large the probability sampling design i.e. random and non-

probability purposive sampling and convenience sampling, though a random

sampling was used to obtain the 85 employees at operational level from the Dar es

Salaam City Council. Purposive sampling design was used to determine the

categories and individuals to be included in the sample, where the Head of

Departments, Sections and Human Resource Officers were selected in this study and

convenience sampling were used to get clients/customers satisfaction or

dissatisfaction on council’s service delivery. Many scientists recommend the use of

the non-probability approaches in obtaining samples for social studies. Miles &
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Huberman (1984) advocate the logic and coherence that social studies process

necessitates the use of non-probability sampling to obtain the sample. In this study

purposive sampling was used due to nature of this study which demands collection of

data from units with involvement, specialists experience and knowledge of

promotion and employees performance.

3.5 Data Collection Techniques

3.5.1 Primary Data

Questionnaire and interview guide were used as the main instruments for gathering

the primary data.

3.5.2 Questionnaires

Type of Questionnaires used in the study: Three types of questionnaires were used

namely; questionnaire A for the employees at operational level and B interview

guide for the heads of department, sections and human resource officers and C for

the clients/customers satisfaction or dissatisfaction. This was done to ensure clarity

of the questionnaire items to the employees.

Nature of the Questions

The questionnaires were mainly composed of open and closed questions. Open

where the respondents are required to give their opinion/suggestions (invited free

response). Closed questionnaires the respondents were given fixed alternative and the

answers are specified. Hence closed questionnaire enhance easy analysis of the data,

but open questionnaires invites detailed information.

Mode of Administration of the Questionnaires

Formerly the researcher had proposed to employ a face to face mode/approach in

administering the questionnaires. This approach employs a guided questionnaire to

gather the required information. It involves reading the items to the respondents and

recording the answers. Guided questionnaires result in high rate and time – saving

than the self-administered questionnaires (Miles & Huberman, 1984), though the

presence of the researcher might influence the respondent’s answers. However, this
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approach was only used for questionnaire for the heads of departments, sections,

human resources officer to get more detailed information of the study. For employees

at operational level self-administered questionnaires were used although some

questionnaires were administered well and collected in time.

3.5.3 Interview Guide (Structured Interview)

This method of data collection was used to collect detailed data from 15 respondents

who cover 15% of respondents. This is particularly so when conducting in depth

interview of resource persons who are purposively selected (using

judgment/purposive sampling). These in depth interviews enabled the researcher to

get detailed information from well informed persons who are conversant with the

specific aspects of issues concerning promotion and employees performance.

Physical presence of interviewer may also limit freedom of the interviewee to freely

express. This method is used carefully to avoid these limitations. Convenience

sampling is used for getting 50 respondents who provided feedback to the levels of

satisfaction level with performance of DCC in service delivery.

3.5.4 Secondary Data

3.5.5 Documentary Review

Documentary Review/Survey: This study involved review of relevant literature and

documents related to the study which would later be supported by primary data. This

data was collected by people other than researcher (Sanga, 1985). The secondary

data for this study were collected from Personnel records, schemes of service

documents, government employment related documents and other relevant circulars

and regulations, policy, OPRAS, Quarterly report, and clients service charter.

3.6 Data Processing

After collecting the data from the units of enquiry, the researcher performed data

editing, coding, analysis and data presentation.
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3.6.1 Editing

This is the process of looking for and removing any errors, incompleteness or

inconsistency in the data. Before coding the raw data from the questionnaires they

were edited to remove format, identification and content errors. Some of the errors

which were identified and corrected include the respondents putting a tick to items

which were required to be completed by inserting a numerical or respondent who

inserted their date of birth instead of writing their age and similar errors.

3.6.2 Coding of the Questionnaires

This is the process of transforming raw data in the filled questionnaires into symbols

or numerical known as “codes” that are computerized for analysis.

The three questionnaires for this study were coded and analyzed. The questionnaires

for employees at operational level (Questionnaire A) and (Interview Guide B) for

heads of department, sections and human resource officers, (Interview Guide C) for

Clients/Customers are analyzed and summarized quantitatively using tables

percentages and qualitatively through content analysis. The interview guide was

administered and analyzed in a similar way as questionnaire B and C as it was

administered to the same respondents.

3.6.3 Data Analysis

The study employed descriptive of qualitative data. Tables and percentages

facilitated presentation and discussion of study results. Data analysis is the process of

turning raw, unorganized data into a meaningful form. It is the process of

transforming data into information. Descriptive statistics was used to analyze the

responses from the respondents. The analysis was conducted to test which

independent variable affects the implementation of promotion procedures and hence

employees performance in the Dar es salaam City Council. Using the descriptive

statistics the researcher went through the dependent and independent variable by

identifying their relationship on each of the study objectives stated in the proposal of

study. According to Fidell (2007) analysis of data is a process of inspecting,

cleaning, transforming, and modeling data with the goal of highlighting useful

information, suggesting conclusions, and supporting decision making. Data analysis
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has multiple facets and approaches, encompassing diverse techniques under a variety

of names, in different business, science, and social science domains. The study

employed both qualitative and quantitative data analysis.

3.6.4 Data Presentation

In this study data has been presented using tables chart to condense them and enable

easy interpretation.

3.7 Chapter Summary

This chapter has provided the research methodology applied in the study of impact of

promotion to employees performance conducted at Dar es Salaam City Council.

Heads of department/sections, human resource officers and operational level

employees were included in the study. However, clients/customers were used to

determine the level of satisfaction to service delivered by DCC. Data collection was

done through questionnaire, interview guide and documentary review where

Personnel records, schemes of service documents, training program, minutes of

meetings, government employment related documents and other relevant circulars

and regulations, policy, OPRAS, Quarterly report, minutes are reviewed to support

the information needed in this study. Data collected through questionnaire, interview

guide and documentary review were analyzed manually and presented using tables

and percentages.

The next chapter presents and discusses the study findings.
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CHAPTER FOUR

FINDINGS AND DISCUSSIONS

4.1 Introduction

This chapter presents results and discussion of the study findings as generated by the

instruments used during the research activity (i.e. the questionnaires, interview guide

and the documentary review/sources). The focus of the study was on the impact of

promotion on employee’s performance at Dar es Salaam City Council. The data was

collected in the light of general and operational objectives of the study. The first

section discusses the characteristics of respondents and their implication to the study

findings.

The process of implementation of promotion is discussed in section two. Section

three presents the impact of promotion to both individual and organizational

performance. Section four determined the level of clients/customers satisfaction to

performance on service delivery. Factors influencing the implementation promotion

to employees are analyzed in section five.

4.2 Characteristics of Respondent

Characteristics of respondent were measured basing on gender, age, educational level

and work experience. Age was measured in years; gender (female or male) education

was measured ranging from primary school, secondary school and higher education,

certificate, diploma, advanced diploma, degree and masters as shown in sub section

4.2.1, 4.2.2, and 4.2.3.

4.2.1 Gender

Gender was one characteristic of the respondents of this study where it consisted of

females and males as it appeared in Table 4.1.
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Table 4.1: Gender

Variables Categories Number of

Respondents

Frequency

N=100

Gender Female 43 43%

Male 57 57%

TOTAL 100 100%

Source: Field Data, 2014

Findings of the total number of respondents consulted in this study of Impact of

promotion on employees performance was 100 of which 43 (43%) were females and

57 (57%) were males, the question of gender entails that most of the majority were

males as shown in Table 4.1. which shows that most of the senior posts in the City is

dominated by male. The DCC has to provide more chances of employment to female

candidates in order to advocate for equal opportunities in employment as far as

public management employment policy of 1999 as amended in 2007 is concerned.

4.2.2 Age Distribution

The measurements used to measure age distribution of the respondents were 26-33

years, 34-40 years, 41-50 years and 51-60 years. The results are shown in table 4.2.

Table 4.2: Age Distribution of Respondents

Variables Categories Number of Respondents Frequency

N=100

Age 26-33 10 10%

34-40 17 17%

41-50 29 29%

51-60 44 44%

TOTAL 100 100%

Source: Field Data, 2014

Data on age distribution, most respondents 44 (44%) were between 51-60 years old

followed by 41-50 (29%) and 34-40 (17%). Ages of 26-33 were (10%). Those

respondents (17%) within 34 to 40 years of age are the one expected to be promoted
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to the senior positions hence adequately planned training programme should take

care.

This data has an indicator that between 1 – 7 years the Dar es Salaam City Council

will be required to recruit 44 out of 300 (15%) of its employees, as the result this

study reveals that by that time most of its employees will be due for retirement.

However the priority of Government on public employment are teachers, doctors,

nurses (healthy workers) and agriculture, DCC has failed to fill all vacant posts

because its employees do not fall under those priorities. The Dar es Salaam City

Council has to prepare a succession plan for its employees so that employees who

fall at age below 40 years are developed to acquire skills for occupying senior

positions.

The data reviewed from the area of study provided the evidence of existing vacant

posts of (8) Drivers, (2) Committee Clerks, (9) Security Guards and (2) Legal

Officers for financial year of 2012/2013 and 2013/2014. This situation caused DCC

to engage on temporary employment to temporarily cover the gap which is in

contrary to public service employment policy, 1999 as amended in 2007.

4.2.3 Education Level

According to Public Service Employment Policy of 1999 as amended in 2007 the

basic education requirement for employment to permanent employees is Form IV. In

this study the levels of education were categorized as follows: STD VII, Form IV,

Certificate, Diploma/Full Technician Course, Advanced Diploma, 1st Degree and

Masters. These categories were shown in table 4.3.
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Table 4.3: Education Level

Variables Categories Number of Respondents Frequency

N=100

Level of Education STD VII 37 37%

FORM IV 5 5%

Certificate 21 21%

Diploma/FTC 9 9%

Advanced

Diploma

11 11%

Degree 10 10%

Masters 7 7%

TOTAL 100 100%

Source: Field Data, 2014

The data from this study shows that level of education of employees in the DCC out

of 100 respondents (37%) of responses were primary education level (STD VII),

followed by certificate level (21%). Advanced Diploma were (11%), Degree was

(10%). Diploma/Full Technician Course were (9%). Masters were (7%) and (5%)

were Form IV. This finding reveals most employees in Dar es Salaam City Council

were of primary education and education level for officer’s rank between Diploma

and Masters. According to Public Service Employment Policy of 1999 as amended in

2007 the basic education requirements of recruitment is Form Four level. This

requires the DCC to upgrade the education level of employees who are trainable to

acquire knowledge and skills required by schemes of service for employee’s

development and enhancing the working capacity, hence performance of the

organization. It shows that the training programme encourages employees to pursue

higher learning.

Academic qualification is an essential attribute to be considered during the

promotion of employees. For a promotion policy of any organization to be feasible it

should take some steps to ensure a continuous academic and professional

advancement to enable the employees to enter into higher rank jobs in the

organization.
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Lack of qualified employees has an implication to performance of individual

employees and organizational performance, because for employees who lack

academic qualification and skills due to changes of schemes of service which occurs

evenly, the end result is for employees being un-promoted due to lack of

qualification, this causes complaints, low work morale ends with poor performance

as a result DCC fail to meet its objectives and providing good services.

4.3 Awareness of Promotion Procedures by Employees of Dar es Salaam

City Council

The study made an assumption that awareness of promotion procedures to employees

of DCC would influence employee’s attitudes towards participation in promotion

practice. This section addressed awareness of criteria, procedures, involvement of

employees, adherence of procedures, factors affecting non-adherence of procedure

and impact of non-adherence of promotion procedures to performance.

4.3.1 Promotion Criteria

The researcher in this study assessed the understanding of the promotion criteria by

DCC by assessing their perceptions on four (4) basics used as criteria in deciding the

promotion of public servants, the employees were assessed through questionnaires

where an employee was supposed to write the criteria used for promotion.

It is important for the employees to understand the criteria for their promotion. This

enables them to take necessary actions to ensure that they qualify for promotion. In

this view no matter how well the criteria, are set, if the employees do not understand

them clearly, there cannot be an effective way of implementation. The promotion

criteria variables are shown in table 4.4.



40

Table 4.4: Promotion Criterion to employees at Dar es Salaam City Council

Criteria Number of respondents Percentage %

Good Performance 27 32

Qualification 19 22

Experience 33 39

Skills 6 7

TOTAL 85 100%

Source: Field Data, 2014

Analysis of data from table 4.4 regarding promotion criteria shows that out of 85

respondents (39%) responses marked experience, followed by (32%) said good

performance, followed by (22%) responses on qualification and the least out of 85

respondents (7%) said skills.

The results in this study assessed the understanding of the promotion criteria by the

Dar es Salaam City Council employees on their perceptions through questionnaire

forms. Findings show that there is different level of understanding on these criteria

to employees of Dar es Salaam City Council as follows; 33 out of 85 (39%)

respondents said experience, followed by 27 out of 85 (32%) responded on good

performance, 19 out of 85 (22%) marked criteria of promotion of qualification and

(7%) said skills.

Findings in interview guide from key informants who involved heads of

department/sections and human resource officers revealed that work performance,

competency (professionalism), experience and budget capacity are prior criteria of

promotion. Academic qualification determined by a certain level of education

required in the post concerned as indicated in the public service scheme of 2003;

Good character and integrity by his appearance, interaction with other people, the

manner he conducts himself, the manner he expresses himself and his track records;

Work performance is how an employee has performed the agreed objectives for a

certain period by using efficiently the resources available for that job. Professional

competency determined by the skill level of that profession; Experience determined
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by length of time an employee served in the same post or equivalent post particularly

known as seniority;

However, According to Public Service Employment Policy of 1999 and Public

Service Regulations of 2003 the basic criteria used in deciding the promotion of

public servants in Tanzania as stipulated under Section 15 of the Public service

regulations of 2003 are work performance, knowledge of the job, efficiency,

discipline, academic qualification, last promotion, studies attended and budgetary

capacity. The results imply that the criteria of promotion were understood by the

respondents that the criteria are worth being considered in promotion of employees

in Dar es Salaam City Council. But there is still a need for human resource

department of DCC to conduct more awareness programs to its employees so that

every employee is familiar with promotion practice.

4.3.2 Promotion Procedures

The study explored the promotion procedures used by DCC as shown by categories

of procedures discussed on assessment were Department (through OPRAS),

Management Team, Finance Committee and Full Council as illustrated in table 4.5.

Table 4.5: Promotion Procedures for Employees at Dar es Salaam City Council

Procedures Number of respondents Percentage%

Departments (OPRAS) 31 37

Management Team 23 27

Finance Committee 23 27

Full Council 8 9

TOTAL 85 100

Source: Field Data, 2014

Data from this study show that respondents from DCC, point out that 31 out of 85

(37%) showed that procedures used by Dar es Salaam City Council during promotion

of its employees were Departments (OPRAS), followed by 23 out of 85 (27%) said
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Management Team, 23 out of 85 (27%) showed Finance Committee and 9% showed

Full Council.

The findings revealed that the employees in DCC are aware on promotion procedure

used during promotion exercise done at Dar es Salaam City Council as the evidence

shown in table 4.5. The awareness on promotion procedure will help the employees

to know their rights and the obligation of the employer’s role, such as providing

training opportunities to its employees to enhance skills acquirements for future

developments.

The results on interview guide show that existing promotion procedures used by Dar

es Salaam City Council are as follows: Heads of Department have a central role to

play on promotion issues through the use of Open Performance Review Appraisal

System (OPRAS). Forms are filled together with the employees and superiors. Heads

of department are concerned with appraising promotion and recommending

promotion.

HR Department identifies employees who have met the promotion criteria as

identified by scheme of service, then establishing Personnel Emolument Budget. The

amount of budget is agreed between the council and PO-PSM (Summary of the

employees to be promoted are passed. Various statutory committee meetings sit for

approval where all criteria are examined critically.

The employees who successfully meet the criteria are informed through promotion

letter and their salary increased at the level of promotion. Variables used to measure

the awareness of promotion procedures in the study of impact of promotion on

employees performance at Dar es Salaam City Council is shown in table 4.5.

The results of table 4.5 indicate that most of employees of Dar es Salaam City

Council were aware on promotion procedures. This was supported by the discussion

on interview guide where section 4.3.4, shows that DCC employees were involved in

promotion practices through departmental meetings, job description, OPRAS and
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during performance evaluation exercise where training to employees on Public

service laws, schemes, circulars and regulations was provided by human resource

department. By knowing the promotion procedures it will be easier for them to make

follow ups for their rights such as training opportunities, performance assessment

through OPRAS which statutorily is one of promotion requirements for the public

service employees.

4.3.3 Implication for un-Awareness of Procedures to Performance

Employees who are not aware to the procedures of promotion practice done in Dar es

Salaam City Council will lead to complaints among employees, employees

dissatisfaction of job, poor performance, decreased creativity and innovative because

the employees may feel they are treated un-fairly, even if the reasons for being un-

promoted is well known by the management, this has to be addressed to employees

well.

4.3.4 Employees Involvement in Promotion Process

The involvement of employees at Dar es Salaam City Council in the promotion were

addressed in this study as follows: Job description, OPRAS, Departmental Meeting,

Not involved as shown in table 4.6.

Table 4.6: Employees Involvement in Promotion Process

Variables Number of Respondents Percentage %

Job Description 12 14

OPRAS 37 44

Departmental Meeting 10 12

Not Involved 25 30

TOTAL 85 100

Source: Field Data, 2014

Analysis of data from table 4.6 shows that 37 out of 85 (44%) responses from

employees involvement on promotion process said that they had been involved in the

process of promotion through OPRAS which is done every year, 25 out of 85 (30%)
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of respondents said they had never been involved in promotion process because it is

a confidential practice, followed by 12 out of 85 (14%) responses on Job description

as a way of involving employees in promotion process because job description shows

duties, academic and skills required for the post as an indicator for promotion. The

least 10 out of 85 (12%) said Departmental meeting.

As the findings of the study revealed that 30% of 85 respondents shows the

employees of Dar es Salaam City Council were not involved in the promotion

process in contrast to section 4.6, on what is measurement of employees performance

shows that 73 out of 85 (83%) respondents said OPRAS is a tool of measuring

employee’s performance.  The results imply little awareness to employees on

promotion process and rules and regulations concerning promotion at DCC. This

calls for human resources department to provide time to time awareness programs for

employees on issues concerned human resources.

According to section (3) of Public Service Regulations of 2003, “Every Public

servant shall be given feedback at regular intervals of not less than six months on the

performance against the objectives, and shall be given advice and support to improve

any shortcomings”. This is done through departmental meetings, as the data from

study area (12%) of respondents indicated that departmental meetings as a means of

involving employees in the process of promotion.

4.3.5 Factors Affecting non-adherence of Promotion Procedures at DCC

This section of the study addressed the factors affecting DCC non-adherence of

promotion procedure in the study areas were named as inadequate communication,

budget constraints, employee data base, poor management, and inadequate academic

qualification and performance assessment as shown in table 4.7.
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Table 4.7: Factors of Non-adherence of Promotion Procedures at DCC

Factors Number of respondents Percentage %

Inadequate communication 30 35

Budget Constraints 12 14

Employees Data Base 11 13

Poor Management 14 16

Inadequate academic qualification 10 12

Performance Assessment 8 9

TOTAL 85 100

Source: Field Data, 2014

The results from this study showed that 30 out of 85 (35%) respondents said

inadequate communication as a factor of non-adherence of promotion procedures at

Dar es Salaam City Council, followed by 14 out of 85 (16%) responses showed poor

management, twelve out of 85 (14%) said budget constraints, eleven out of 85 (13%)

showed employees data base, 10 out of 85 (12%) respondents marked inadequate

academic qualification and least eight out of  85 (9%) responses said performance

assessment as a factor of non-adherence of promotion procedures at Dar es Salaam

City Council.

The data from this study revealed six (6) problems/obstacles were identified to be the

major contributions to the non-adherence of the promotion procedures in Dar es

Salaam City Council for its employees. In other words, the irregularities in the

implementation of the promotion procedures that were revealed by the study were

attributed by the following obstacles:

4.3.5.1 Inadequate Communication

This study discovered that promotion procedures and criteria were not clearly spelt

out to the employees of the Dar es Salaam City Council although every financial year

the employees were filling OPRAS form, they are not knowledgeable that by filling

OPRAS is one of criteria and procedure forwarding to promotion. The human

resource department should provide guidelines to employees on requirements of
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promotion, job descriptions, and filling of OPRAS forms as a way of giving them

awareness in the whole process within a given timeframe.

4.3.5.2 Budget Constraints

Promotion of employees pushes up the total Personnel Emolument budget estimates.

An organization wishing to promote its employees must ensure availability of

enough funds to cover the costs such as salary increments. The total number of 167

employee of DCC was due for promotion at financial year 2013/2014.

The promotion budget for financial year 2013/2014 was TShs.97,300,600/= where as

the approved budget was TShs.35,500,500/= which is 67.9% of the planned budget.

The disbursement was done on June, 2014, which was the end month of the

implementation of the financial budget. This made for DCC failing on the

implementation of promotion on time.

Normally the proposal for promotions is included in the annual personal emolument

(P.E) budget estimates for the respective financial year which is forwarded to the

President’s Office (Establishment) for approval. This caused some of employees who

deserved promotion to be delayed further. Insufficient funds therefore limit

promotion of the employees of the Dar es Salaam City Council.

4.3.5.3 Employees Data Base

Effectiveness in the implementation of promotion procedures depends largely on the

extent to which records/data for individual employees are properly kept and

accessible. Promotion of employees is implemented on the basis of the data base

available in regard to the employee, such as employment letters, performance

evaluation, training, experience, efficiency, previous promotion and similar data. The

review data showed that 30 files out of 85 (35%) have no OPRAS forms, where as

OPRAS is a measurement tool of employees promotion.
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4.3.5.4 Poor Management

Respondents of this study 16% revealed that poor performance is due to human

resources department lack follow ups on issues. For example, human resource

department in DCC some of employees are denied their rights of promotion. The

exercise of promotion which was done between 2005 – 2007, governments allowed

the public servants to have their promotion accelerated but the exercise has not been

done at DCC because of delays from human resources department. By the time, 98

employees were due to promotion.

The impact of poor management is squarely on the Human Resources Department.

Poor management is one of the biggest reasons for high employee turnover and poor

employee morale. As a result talented employees become frustrated at not being

heard or valued for their efforts they have contributed to the council, therefore taking

the earliest opportunity to leave. This means recruitment and training would

invariably be a continuous and costly affair.

4.3.5.5 Performance Assessment

The assessment of employee’s performance shall provide the opportunity to discuss

training opportunities, career development needs, and recognize good performance,

agree on remedial action and examine the reasons where performance has not

matched the required standard. Regarding the data revealed in section 4.6 the

implementation of OPRAS to the employees of Dar es Salaam City Council is not

well understood because the process of filling OPRAS and its importance to

employees’ development and promotion is still lacking.

4.3.5.6 Staff Academic Qualification

As findings in table 4.2 shows that there still a big number of employees of Dar es

Salaam City Council with low academic qualification which is against the Public

Service Employment Policy of 1999 as amended in 2007. Although the employer

every financial budget sets the budget for training programme for employees but the

number is big. Some of employees have reached the bar of occupation in regard of

schemes of service, 2003. The estimated training budget for financial year 2013/2014



48

was TShs. 124,161,000 and the approved budget was TShs. 83,377,000 which is

(67.9%). Number of employees planned for training was 87 out of 300 (29%), but

approved number of employee for training was only 58 (19%).

The findings of the study indicated that training costs for level of certificate course in

public institutions is TShs.4,600,000/=. This includes tuition fees, meals and

accommodation. However, at the level of degree an average of TShs.10,000,000/=.

This is an indicator that there is a challenge for employers providing adequate

training opportunities to its employees due to high costs of training.

4.3.7 Implication for Non-Adherence of Promotion Procedures to

Performance

As section 4.3.5 indicated factors affecting non-adherence of promotion procedure at

DCC this section made an assessment of the implication for non-adherence of

procedures to performance, whereas the study areas pointed out its implication as

poor performance, accumulated promotion, poor relations and labour turnover.

Table 4.8: Implication for Non-Adherence of Promotion Procedures

Implication to individual and organizational

performance

Number of respondents Percentage %

Poor performance 35 41

Accumulated promoted 25 29

Poor relations 19 22

Labor turnover 6 7

TOTAL 85 100

Source: Field Data, 2014

The data from this study revealed the implication for Dar es Salaam City Council

non-adherence of promotion procedures as follows: 35 out of 85 (41%) responses

showed poor performance, followed by twenty five out of 85 (29%) said it creates

accumulation of number of un-promoted employees, 19 out of 85 (22%) said it

creates poor relations between employees and employers such that employees feel
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that efforts they put on performing jobs is not valued by the employer and least six

out of 85 (7%) said labor turnover.

Poor performance as a result for DCC non-adherence of promotion procedure will

lead to employees being demoralized to work hard in order to attain organizational

goals. De-motivated employees are not committed to their work which causes the

council to fail to meet its objectives leading to consequences of poor service

delivery.

Accumulated promotion, where the employees meet the requirements of promotion

and not being promoted timely results to big number of employees remaining un-

promoted for a long period. As discussed under Section 4.3.5 This caused the

verification of selected candidates for promotion to fall in the following financial

year with salary arrears.

Poor relations between the employer and employees due to the fact that DCC

employees expectations after rendering efforts to the implementation of day-to-day

activities as part of action plan, the employer has to value this effort by motivation.

One way of motivation is promotion. But when the employees see the procedures of

promotion not followed this leads to poor work relations between the employer and

employees and as a result poor performance and poor service delivery.

Labor turnover is end results to some employees who are not satisfied in DCC due

unforeseen future development to leave the council. This caused DCC to engage

evenly in recruitment instead of concentration on employee development.

Findings of this study from discussion of interview guide said that implication of

DCC non-adherence to promotion procedures leads to poor performance, work

stress, labor turnover and bad relationship between employees and the management.

The Dar es Salaam City Council should make human resource issues as a priority

especially on employees development so that its employees to be promoted timely

and developing for future.
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4.4 The Impact of Promotion to both Individual Employees and

Organizational Performance

The impact of promotion to both individual employees and organizational

performance in the study area variables used were significance of promotion on

employee’s performance, promotion impact to employees performance, tools used to

measure performance of employees and challenges surrounding employees

promotion and its reflection to their performance.

4.4.1 Importance of Promotion to Employees Performance

The significance/importance of Promotion to employee’s performance seemed to be

a motivation factor which induces the employees to be committed to job

performance, hence increased organizational performance and service delivery. In

this study six aspects were discussed as follows: Motivation, remuneration, good

relationship, job satisfaction, employee development and filling a vacant post. Table

4.8 shows the results from respondents.

Table 4.9: Essence/significance of Promotion on Employee’s Performance
Essence/Significance Number of respondents Percentage

Motivation 21 25

Remuneration 30 35

Job satisfaction 18 21

Good relationship 12 14

Employee development 3 4

Filling Vacant Post 1 1

TOTAL 85 100

Source: Field Data, 2014

The data from this study show 30 out of 85 (35%) respondents on significance of

promotion on employees performance said remuneration, followed by 21 out of 85

(25%) showed motivation, eighteen out of 85 (21%) marked job satisfaction, 12 out

of 85 (14%) showed good relationship, three out of 85 (4%) responses said employee

development and one out of 85 (1%) showed filling vacant post.
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As most of respondents (35%) marked remuneration, promotion increases status and

salary of employees and when there is an increase in salary of employees the income

is enhanced for acquiring of basic needs and this help the employees to concentrate

in their job.

In other way, promotion brings motivation to employees; motivated employees are

committed to their jobs and work hard in the Attainment of Dar es salaam City

Council objectives.

4.4.1.1 Motivation

The employees are motivated by promotion and become committed to work hard for

the betterment of Individual level, organizational level and their country. The data of

this study reveals that 21 respondents agreed to promotion as motivation to

employees which is (25 %) of respondents. Evidence from interview guide and

documentary review showed outstanding performance of employees promoted within

three years than those not received their promotion. Motivated employees give

greater performance than de-motivated ones.

4.4.1.2 Remuneration

Promotion enhances to remunerate employees income and status so that they meet

the cost of basic needs. It also increases terminal benefits of employees such as

pensions. The results shows that (35 %) of total respondent see promotion as a way

of remuneration to employees. This Variable is rated high among other variables.

An increase to remuneration of employees at DCC have opened the opportunity for

self development where an employee is capable of getting house loans, power of

buying shares from different financial entities or companies for future benefits. In the

financial year 2013/2014, total number of 75 employees at DCC acquired housing

loans.

4.4.1.3 Good Relationship

Good relationship brings peace at work place where employees concentrate on their

work and there being no misunderstanding because they feel the contribution of

efforts made in daily performance has been valued by the employer. However (14%)



52

of respondents said promotion increases good work relationship among employees

and management.

4.4.1.4 Job Satisfaction

Employees have certain expectations from their jobs. If their expectations are met

they feel satisfied. It’s true that employees seek satisfaction in their jobs context and

environment but also attach importance to the opportunities for promotion that these

jobs offer. (21%) of respondents marked that there is need for present job positions to

offer opportunities of promotion in future in order to provide more satisfaction. If the

opportunity for such is lacking, it reduces satisfaction.

4.4.1.5 Employee Development

Promotion contributes to employees’ development because time-to-time schemes of

service changes which lead to employees to be required to attend training and

upgrade their skills so that they can acquire the needed qualifications. Promotion

brings opportunities for development of leadership skills.

4.4.1.6 Filling a Vacant Post

Promotion of employees is used to fill a vacant post left by either retired or resigned

employee, where present qualified employees are promoted to fill the vacant.

4.5 Factors other the Employees Promotion affecting Performance

The conceptual framework of this study made an assumption that there would be

other factors other than promotion affecting employees performance in DCC. The

study areas associated the following factors as training and development, incentives

scheme, job security, un-fair treatments and working conditions as shown in table

4.10.
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Table 4.10: Factors other than Employees Promotion affecting Performance

Factors Number of Respondents Percentage %

Training and development 15 18

Incentive schemes 19 22

Job Security 21 25

Un-fair treatments 13 15

Working Conditions 17 20

TOTAL 85 100

Source: Field Data, 2014

The results of this study finds out there are factors other than employees promotion

affecting performance as shown in table 4.10 as follows: 21 out of 85 (25%) of

responses on factors other than promotion affecting performance said job security,

followed by nineteen out of 85 (22%) showed incentive schemes, seventeen out of 85

(20%) showed working conditions, fifteen out of 85 (18%) said training and

development and un-fair treatment 13 out of 85 (15%) responses.

4.6 Tools Used to Measure Performance of Employees in DCC (It Relates

With Employees Involvement on Promotion Process at DCC)

As for usefulness of performance measurement this study explored the following

tools that used to measure the performance in DCC as OPRAS, Progress report and

financial budget through table 4.11.

Table 4.11: Tools used to Measure Performance of Employees in DCC

Tools Number of respondents Percentage %

OPRAS 73 86

Progress report 9 11

Financial Budget 3 4

TOTAL 85 100

Source: Field Data, 2014

The findings of this study found that 73 out of 85 (86%) respondents showed

OPRAS as tool used to measure performance of employees in DCC. Followed by
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nine out of 85 (11%) said progress report, and least of three out of 85 (4%) of

responses showed financial budget.

The data from interview guide discussion said the top most measurement of

employees performance is OPRAS and that why the government issued the circular

No. 2 of 2004 to enforce the implementation of OPRAS in public service.

According to Government Circular No 2 of 2004, the Implementation of Open

Performance Review Appraisal System (OPRAS) to public service, OPRAS is a tool

used to measure performance of employees in public service because this is the pre-

requisite given by the PO-PSM for final approval of promotion. However, the extent

to which the process of implementation of system of OPRAS is to ensure that the

organizational objectives are met. However progress reports and financial budget are

used to determine the performance of employees Table 4.12.

4.6.1 OPRAS

Open Performance Review Appraisal System provides feedback to employees in

order to know the level of implementation of councils objectives and improve job

performance. Also provides valid database for personnel decisions concerning

placement, pay, promotion, transfer, punishment and developing positive superior-

subordinate relations to reduce grievances, (73%) of respondents from this study

supported the importance of OPRAS.

4.6.2 Progress Report

As the implementation of activities in organization depends on action plans, progress

reports used to report the development on implementation of works periodically.

Mostly, the reporting was done during the period of three months (quarterly).

4.6.3 Financial Budget

Financial budget as a measurement of performance in regard to budget controls the

implementation of action plans for a certain financial year so that all activities to be
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done should follow the financial budget of the year. This helps the DCC to

concentrate on the planned and budgeted activities.

4.7 Handling of ill Performing Employees in DCC

Referring to section 4.6.1 (OPRAS) this section under the study, discussed handling

ill performing employees at DCC, the issues under discussion were counseling, on-

job-training, warning and no any action taken as appeared in table 4.12

Table 4.12: Handling of ill Performing Employees

Procedures Number of Respondents Percentage

Counseling 9 11

On-job training 13 15

Warnings 2 2

No Action 61 72

TOTAL 85 100

Source: Field Data, 2014

The results from this study on how the Dar es Salaam City Council is handling ill

performing employees showed that61 out of 85 (72%) of respondents revealed no

action was being taken in handling ill performing employees, followed by thirteen

out of 85 (15%) responses said on-job-training, nine out of 85 (11%) showed

counseling and two out of 85 (2%) showed warnings.

The result from interviewed guide to key informants said so far no action has been

taken to ill performing. Also a reviewed document has no evidence on how DCC was

dealing with ill performing employees because there is no written report on annual

performance evaluation. This study calls for DCC human resource department

preparing strategies of human resource performance evaluation management.
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4.8 Determining Customers/Clients Satisfaction on Performance of Dar es

Salaam City Council

The study areas made review to the degree service beneficiaries on satisfaction or

dissatisfaction level of performance of the council service delivery. This section

discussed the levels used to determine client/customers and the response rate was

labeled as Karimjee Hall, DCC Headquarters, Pugu Kinyamwezi Dumpsite and

Ubungo Bus Terminal as shown in table 4.13. This section of the study discussed the

following issues: characteristics of respondent, awareness of clients/customer on

service delivery areas at DCC, determinants which used to measure service provided

as appeared in section 4.8.1, 4.8.2, 4.8.4.

4.8.1 Characteristics of Respondent

The following are characteristics of respondent employed in the study area of

determining the feedback of service delivered by DCC from the beneficiaries of

service (Client/Customer) in relations to employee performance such as Age, Gender

(Female/Male), place of residence, occupation, education level and disability as

appeared in table 4.12.

4.8.2 Age

The age distribution of respondents from the area of study was grouped as follows:

Age of 18-29 years, 30-40 years, 41-50 years and 51 above as appeared in table 4.13.

Table 4.13: Age Distribution of Respondents

Variables Categories Number of Respondents Results %

Age 18-29 18 36

30-40 10 20

41-50 15 30

51 above 7 14

TOTAL 50 100

Source: Field Data, 2014
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The findings of the area of study revealed that most respondents 18 (36%) were

between 18-29 years old, followed by 41-50 (30%) and 30-40 (20%). Ages of 51

above were 7%.

4.8.2.2 Gender

The respondents consulted in this study, their gender were measured basing on

female and male as shown in table 4.14.

Table 4.14: Gender

Variables Categories Number of Respondents Percentage %

Gender Female 16 32

Male 34 68

TOTAL 50 100

Source: Field Data, 2014

The data from this study revealed that 34 (68%) responses out of 50 were males and

16 (32%) were females. The study area for gender entails that the most of majority

were males.

4.8.2.3 Place of Residence

The service beneficiaries of DCC were determined also by the place of residence

which falls under areas of Ilala, Kinondoni and Temeke as at table 4.15.

Table 4.15: Place of Residence of Respondents

Variables Categories Number of

Respondents

Results %

Place of residence Ilala 17 34

Kinondoni 23 46

Temeke 10 20

TOTAL 50 100

Source: Field Data, 2014
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The study area shows that during this study clients/customers from Kinondoni were

46%, 17 (34%) were from Ilala and 20% were from Temeke. The evidence from

purpose of visits revealed activities undergone at Ubungo Bus Terminal has an

impact to DCC performance.

4.8.2.4 Occupation

The occupation of client/customers of DCC as respondents for the study were

categorized as business, employed, students, self employed as at table 4.16.

Table 4.16: Occupation

Variables Categories Number of Respondents Results %

Occupation Business 17 34

Self employed 9 18

Students 11 22

Employed 13 26

TOTAL 50 100

Source: Field Data, 2014

The findings of this study showed that occupation of respondents 17 (34%) were

business, 26% were Employed and 11 (22%) were students who visit DCC for field

attachment and job seeking. self-employed were 9 (18%). This means major purpose

of visiting DCC was for business.

4.8.2.5 Educational Level

Respondent’s educational levels from this study were categorized as follows:

primary, secondary, certificate/diploma, degree and masters. These categories were

shown in table 4.17.
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Table 4.17: Educational Level

Variables Categories Number of Respondents Percentage %

Educational Level Primary 10 20

Secondary 13 26

Certificate/Diploma 15 30

Degree 10 20

Masters Degree 2 4

TOTAL 50 100

Source: Field Data, 2014

Data of this study showed that majority of respondents 30% the level of education

was certificate/diploma, followed by 13 (26%) out 50 responses were secondary, 10

(20%) were primary level and 10 (20%) were degree holders. The least 4% out of

responses were masters degree.

4.8.2.6 Purpose of Visit

Visiting purpose to DCC for respondents were land issues, payments/revenue/fain,

procurement, complaints and enquiries (Field attachment, job applicants etc) as at

table 4.18.

Table 4.18: Purpose for Visiting DCC

Variables Categories Number of

Respondents

Frequency N=100

Purpose of visit Land issues 13 26

Payment/Revenue/Penalty 20 40

Procurement 8 16

Complaints 3 6

Enquiries 6 12

TOTAL 50 100

Source: Field Data, 2014

The data from the study area shows that 20 (40%) of respondents visit purpose was

payment/revenue/fain, followed by 13 (26%) for land issues, 16% was for
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procurement and enquiries were 12%. Complaints were 6%. The data of study entails

that majority of client/customers of DCC purposes of visit was payment/

revenue/penalty as a result of the breach of DCC By-Laws.

4.8.3 Clients Awareness of Areas Service Provided by DCC

The researcher in this study assesses the awareness of customers/clients on areas of

services provided by DCC, for the purpose of the study, four areas were mentioned

that is DCC headquarters, Karimjee Hall, Pugu Kinyamwezi and Ubungo Bus

Terminal as at table 4.19.

Table 4.19: DCC Services Areas

Service Area Respondents Percentage %

DCC Headquarters 10 20

Karimjee Hall 9 18

Pugu Kinyamwezi Dumpsite 5 10

Ubungo Bus Terminal 26 52

TOTAL 50 100

Source: Field Data, 2014

Findings from study areas revealed that well known service area of DCC was

Ubungo Bus Terminal as 26 (52%) of respondents showed, followed by DCC

headquarters 10 (20%) of responses, 18% said Karimjee Hall and the least 5 (10%)

showed Pugu Kinyamwezi Dumpsite. This means that Ubungo Bus Terminal

provides more services to clients/customer for DCC. The average number of

consumers of Ubungo Bus Terminal was not less than 25,000 people per day and 350

buses. Services provided at Ubungo Bus Terminal are bus ticketing and serving,

waiting lounge, water services, toilets, environmental cleaning and electricity. The

operations are guided under Ubungo Bus Terminal By-Laws, 2009.

4.8.4 Dimension of Staff Service on Customers Satisfaction

Determinants of quality service on customer/clients satisfaction to DCC in the study

area were categorized as follows: understanding/knowing the customer,
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communication, reliability, responsiveness, and staff adherence to professional as

discussed in table 4.20.

Table 4.20: Dimensions of Staff and Service

Staff and Services Number of Respondents Results %

Understanding/knowing the customer 11 22

Communication 13 26

Reliability 8 16

Responsiveness 10 20

Staff adhere to professional 8 16

TOTAL 50 100

Source: Field Data, 2014

Results of the study on customer/client satisfaction of staff services delivering

revealed that 13 (26%) of responses showed good communication between staff and

clients, followed by 11 (22%) who said DCC staff understand the customer/client, 10

(20%) out of respondent pointed out responsiveness, 16% said reliability and 8

(16%) showed staff adhere to professional. The data in table 4.19 showed the degree

of customer/client satisfaction on performance of employees when delivering

services was better.

The results of this study said that DCC staff service delivery in connection to

customer care; clients/customers are satisfied with the efforts done by employees to

understand the customer needs by informing and listening to customers. The

customer satisfaction depends on the situation and services on how well customers

are guided and kept informed in the process of acquiring services from DCC. Also

customer satisfaction is greatly influenced by individual expectation.

As the findings of the study shows DCC staff listen to understand and respond in

creating ways to the evolving needs of their customers and provide all necessary

information to effectively manage and improve their process. Customer feel they
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were being treated respectfully, staff was able and willing to provide services to

them, and the availability of and access to services.

Research further supports the importance of actively encouraging customer

complaints by actively seeking customer input and involvement rather than waiting

for them to complain by providing quality and timely services. Reliability referred to

the ability to perform the promised services dependently and accurately. This was

viewed by customers of DCC that services provided are reliable. This was due to

DCC programs has time frame drawn for each program and course on which the

service providers are based on providing the services to the customers.

Assurance describes assurance as knowledge and courtesy of employees and their

ability to inspire trust and confidence” This dimension was viewed as DCC staffs

were qualified staff, that is, the people rendering the services to customers have the

attribute of knowledge, ability to inspire trust and confidence. That is, service sector

employees were required to be knowledgeable in order to follow strict regulations

which guide the implementation of activities.

The results of this study discussed on table 4.19, showed there is a relationship

between employee promotion and performance towards good services delivered as

clients/customers fairly satisfied with level of service delivered by employees at

DCC.

4.8.5 Council Services Delivery and Customer Satisfaction

Satisfaction of customer/client on company service delivery were labeled as service

delivery of the council, ease of doing business, creditors payments on time,

complaints resolution on time, procurement services and social responsibility and

infrastructure for disabled people. This appeared in table 4.21.
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Table 4.21: Factors of Customer/clients Satisfaction

Company Services Number of Respondents Results %

Service delivery of the Council 9 18

Ease of doing business 8 16

Creditors payments on time 7 14

Complaints resolution on time 9 18

Procurement Services 8 16

Social Responsibilities 9 18

Favorable Environment and Infrastructure for

disabled people

0 0

TOTAL 50 100

Source: Field Data, 2014

Data from this study revealed customers/clients satisfaction on service delivery by

DCC were 9 (18%) of responses were satisfied by Service delivery of the Council,

followed by 9 (18%) showed complaints are resolved timely, 18% satisfied by social

responsibilities at DCC, 8 (16%) of respondents said ease of doing business, 16% of

responses showed procurement services and 7 (14%) creditors payment on time. The

least 0% showed that there is no favorable environment and infrastructure for

disabled people in the area of service delivery. This calls for DCC to design

infrastructure in favor of disabled people who receive or deliver services. In this case

the registry of DCC to be placed on ground floor instead upstairs.

Customers were kept well informed including, standards of services delivered at

DCC which positively contributed to the satisfaction of the whole programme.

In addition, findings of the research show that there is a positive and meaningful

relation among seven factors of service delivery with satisfaction of customers. DCC

avails to the client’s service charter where mail correspondence were acknowledged

and replied within seven days and three-four weeks for issues that require further

investigations. Also DCC owes its society to ensure that the production process at

Pugu Dumpsite does not cause environmental pollution to the society. The

Management is under preparation of Waste Management By-Laws, for reducing
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pollution by recycling waste management and minimizing the pollution in the first

place.

4.8.6 Suggested Areas of Improvement to Service Delivery at DCC

The degree of customer/client satisfaction on services delivered by DCC as discussed

in section 4.20 respondents suggested some measurement to be taken to improve

service delivery. These suggested service areas are waste management, parking

system, public awareness on councils By-Laws, Karimjee Hall and building new up

country bus terminal shown in table 4.22.

Table 4.22: Suggested Improvement

Ares of Improvement Number of Respondents Results %

Waste management 18 36

Parking system 12 24

Public Awareness on Councils By-Laws 7 14

Karimjee Hall 8 16

Build New Up Country Bus Terminal 5 10

TOTAL 50 100

Source: Field Data, 2014

The finding of the study showed the measure area of service which requires

improvement as suggested by respondents. Out of 50 respondents (36%) said the

waste management has to be improved, followed by 12 (24%) responses said parking

system, 16%  responses said favorable infrastructure for disabled people, 7 (14%)

showed public awareness on councils By-Laws. The least (10%) respondents

discussed building new up country bus terminal.

Measurements are to be taken to improve operation system of bus services and have

a centralized bus services operation and also categorize into zones for better service

delivery. The findings of this study suggested that managing waste management has

to be improved as many areas in DCC were surrounded by wastes. The system of

managing wastes should be improved by involving private investor to fill the gap of
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council’s budget. According to findings the reasons for poor performance was to a

large extent fuelled by poor disbursement of funds from government as planned into

the financial budget such as the planned budget was TShs 14,800,000,000/=  whereas

approved budget was TShs. 8,000,000,000/= for maintenance of dumpsite.

However, as a social responsibility for DCC in protecting communities against

environmental pollution, the council is under construction of wall fence surrounding

the area of Pugu Kinyamwezi dumpsite. This will minimize the effects of leaches to

nearby communities.

Karimjee Hall pointed out good performance in service delivery of DCC. Responses

indicated good performance in customer care, safety and surroundings. There is no

loss reported as evidence that employees working there were responsible and

committed to their job. (16%) of customer’s respondents suggested that despite the

fact that most respondents positively acknowledged the value for service delivery at

Karimjee, there is a challenge of modernization of conference facilities.

According to the findings of the study area, Karimjee Hall is a source of (15%)

revenue for DCC, for financial year 2014/2015 it approved total budget of

TShs.300,000,000/= for renovation of the building and conference facilities as to

improve service delivery.

4. 9 Challenges of Promotion Process at DCC and its Reflection to

Performance

Despite the fact that most respondents acknowledged the contribution of promotion

to performance of individual employees and to the organization in the study area,

there were a number of challenges which lead to incompleteness of the

implementation of promotion practice. These challenges can be categorized in a set

as: Delayed salary arrears, OPRAS, Training opportunities, accumulated promotion

and budget constraints as in table 4.23.
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Table 4.23: Challenges of Promotion Process at DCC

Challenges Number of Respondents Percentage

Delayed salary arrears 21 25

OPRAS 15 18

Training Opportunities 14 16

Accumulated promotions 25 29

Budget constraints 10 12

Total 85 100

Source: Field Data, 2014

The data from this study showed that 25 0ut of 85 (29%) respondents said

accumulation of un-promoted employees as a challenge of promotion process,

followed by twenty one out of 85 (25%) said delayed salary arrears, 15 out of 85

(18%) responses showed OPRAS, fourteen out of 85 (16%) said training

opportunities, and ten out of 85 (12%) showed budget constraints.

The challenges surrounding employees’ promotion and its reflection to their

performance which are discussed by the respondents in the study of impact of

promotion on employees performance were as follow:

4.9.1 Delayed Salary Arrears

Delayed of change to new salary and salary arrears in respect of the employee’s

promoted to new grades. The study revealed that some of employees had stayed for

up to a year without receiving salaries equivalent to their new grades of which (35%)

of claims of the 85 employees who were taken as a sample for this study were salary

arrears after promotion, which were outstanding for 1-2 years. Really, this is a

problem that needs to be addressed so that the promotion practice in the Dar es

Salaam City Council becomes meaningful.

4.9.2 OPRAS

OPRAS as a tool of measuring performance for employees of public service but

filling of OPRAS form is still cumbersome for some of employees at DCC. However
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the awareness of employees of the importance of OPRAS is low. Also resource

constraints lead for some planned activities not being implemented in such a way that

performance of concerned employees becomes demoralized. However mostly the

implementation of promotion depends on seniority where some criteria regarding last

promotion or period stayed at same position refers so that implementation of

promotion basing on OPRAS is still very low.

4.9.3 Training Opportunities

The researcher in this study was concerned with assessing the DCC employees to the

extent that they are enabled by their employer to meet the necessary academic

qualifications for their career growth. In this perspective the researcher examined the

training opportunities for employees in DCC so that they are provided/sponsored by

the employer. The study also explored the extent to which the working environment

favored self development efforts of employees in DCC as shown at table 4.24.

Table 4.24:   Training Opportunities and Nature of the Working Environment

for Employees Self Development Initiative at DCC

Description Frequency Percentage

Training opportunities through the employer 49 58

Training opportunities through self development initiatives 18 21

Favorable working environment in relation to self development 25 29

Un favorable working environment in relation to self development 5 6

Total 85 100

Source: Field Data, 2014

The data from this study revealed (58%) of respondents said that the Dar es Salaam

City Council provides training opportunities to its employees. Followed with (29%)

of responses showed there is a favorable working environment to self development.

(21%) of responses marked that the Dar es Salaam City Council provides training

opportunities through self development, and the least (6%) said that the working

environment in relation to self development is un-favorable.
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4.9.4 Source of Challenges of Promotion Practice at DCC

Challenges’ occurring during promotion practice has its roots, this section of the

study revealed the cause root of challenges encountered by DCC when implementing

employees promotion as budget constraints, schemes of service, biasness in

promotion (Table 4.25)

Table 4.25: Source of Challenges of Promotion Process

Source of challenges Number of respondents Percentage

Budget constraints 42 49

Schemes of service 29 34

Biasness in promotion 14 16

Total 85 100

Source: Field Data, 2014

The results from this study notes 42 out of 85 (49%) respondents showed that budget

constraint is a source of challenges of employees promotion, followed by twenty nine

out of 85 (34%) showed scheme of service and the least fourteen out of 85 (16%)

said un-fair promotion.

4.9.4.1 Budget Constraints

As (49%) of respondents from this study said budget constraints is a challenge on the

implementation of promotion to DCC employees. The estimates of promotion budget

for financial year was TShs 97,300,600/= the approved budget TShs. 35,500,500/=

which is (37%) and this is the evidence that all eligible employees for promotion

remain un-promoted for some years.

4.9.4.2 Schemes of Service

The central government had given guideline to all employing authorities that all

employees should be trained in those areas which will enable them to fulfill the

requirements of the scheme of service. When respondents asked about sources of

challenges of promotion (34%) showed scheme of service. As such this had given
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intrinsic motive among employees to aspire for training as their consideration for

promotion relied on the qualifications posses.

4.9.4.3 Biasness in Promotion

The data from this study revealed that there is biased promotion. This is due to the

fact that some employees were promoted after every three years, but for some who

are qualified were left for more than 8 years. The reviewed documents for promotion

for the past two years show eight cases. This is evidence of incorrect employee’s

data. The introduction of Human Capital Management Information System to public

sector will enhance employee’s data management.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter summaries the entire research findings, gives conclusion and provides

recommendations of the impact of promotion to employee performance and the

implementation of promotion practice for the employee of the public organization at

the Dar es Salaam City Council.

5.2 Summary of the Findings

The field findings recorded a sound implementation of promotion to employees at

DCC where procedures followed would influence employee’s attitudes towards

performance. The section presents the awareness of criteria, involvement of

employee in human resource practices such as promotion. The importance of

promotion was discussed in six aspects as motivation, remuneration, good

relationship between employees and management, job satisfaction and employee

development. Despite the view that promotion is useful and valuable to individual

and organizational performance, was constrained by a number of difficulties

resulting in incompletion of promotion exercise. These challenges included budget

constraints, OPRAS and delayed salary arrears.

However, study area finds the level of clients/customers satisfaction on service

delivering at DCC. The dimensions used were understanding customer needs,

communication, ability to perform promised services accurately and staff adhering to

professional. The data revealed that clients/customers are fairly satisfied with service

delivered at DCC.
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5.3 Conclusion

The review of promotion identified a range of factors that have been shown to be

consistently linked to employee’s performance. These include motivation,

remuneration, job satisfaction, good relationship, age and education, where the

respondents recorded higher percentages. Apart from that personal characteristics of

employees appear to have little relationship to employee performance. While these

factors can help employers understand the general nature of good performance and

its causes.

Despite of the Dar es Salaam City Council practicing promotion it was evident that

DCC do not have human resource strategic plan to enhance implementation of

promotion and increase the number of promoted personnel. What was witnessed

through interview guide and questionnaire completed by the respondents. Moreover

there was dissatisfaction with these practices especially on accumulated promotion

where respondents recorded higher percentages of dissatisfaction.

The provision of promotion, training, incentive was HR practices which could be

found in many organizations which faces difficulties in the implementation. It was

evident that the implementation of promotion practice was faced with challenges

such budget constraints, delayed salaries and training opportunities as it was

recorded by respondents. The research accepted that there is a positive relationship

between promotion and employees performance. Understanding the relationship of

these factors can help the employers in devising an effective promotion programme

strategy.

5.4 Recommendations

In the light of the findings of this study, it is hereby recommended that the following

measures be taken to ensure effectiveness in the promotion practice to employees

performance at the Dar es Salaam City Council: The entire formulated research

questions have been accepted, it is necessary to improve employees performance

through job satisfaction. Following are some suggestion to improve employee’s

performance.
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5.4.1. Policy Implications

Organization should develop good working condition; this facilitates employees to

do their work effectively and should develop good relationship among employees

through which, job satisfaction of employees is enhanced. As a result, employees’

work performance will be at high level.

DCC should induce employees to perform well. This can be achieved by providing

reward, motivation and other benefits etc. Employees should be trained to adopt new

technology and or develop their career.

Performance Assessment should evaluate employee’s performance. The feedback

about the quality of performance should be provided to improve their performance.

Employee’s development task of the DCC should provide equal opportunity for

training its employees.

Proper working environment should be designed in that organization should provide

adequate facilities for employees to do their work such as appropriate equipment,

training and work sharing.

5.4.2 Transparency on Promotion

Generally the study revealed that the awareness of employees at the Dar es Salaam

City Council concerning the criteria and procedures of promotion are low, which led

to complaints from some of employees that promotion is a confidential practice. The

findings of this study revealed the budget constraints facing Dar es Salaam City

Council have contributed to delays of some employees promotion despite the fact

that they qualified to be promoted. This ultimately contributed to delayed

promotions.

5.4.3 Establishment of Electronic Data Management

As it was revealed from the findings of this study, almost all personnel data in the

Dar es Salaam City Council are stores and retrieved manually through the uses of

files, this leads to delay in the implementation of promotion of the employees
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sometimes due to improper employee records, some of important records pertaining

to employees should be stored in computers for quick retrieval and updating.

5.4.4 Administrative Services

The human resource management section should coordinate the whole process of

implementing promotion programme in the organization by ensuring that all

necessary stages involved in the implementation of promotion programme is

followed in order to achieve both organizational and individual needs.

Management should establish promotion policy which would give guidelines to all

stakeholders on how the promotion programme will be implemented and as such will

indicate the management commitment toward promotion to its employees.

Documents in governing employment practices in the public service should be made

available to employees. Such documents as the Public Service Regulations, Code of

ethics, circulars issued from time to time and other similar documents are meant to

spell out clearly the terms and conditions, right and obligations etc.

5.4.5 Training Opportunities

There is a need for DCC establishing a training policy which will guide the

implementation of training programme so that employees at all level have equal

rights for training. As it was revealed by this study, some of the employees

promotions have been stagnated by in adequacies in the academic qualifications of

the employees. There is a direct relationship between the education level of the

employees and present grade. Training opportunities should be set to favor

employees at lower level of education in order to acquire minimum level of

education required by Public Service Employment Policy.

5.4.6 Suggestions for Further Research

The study confined to the impact of promotion to employees performance to the Dar

es Salaam City Council. Similar studies should also be carried out on the influence of

human capital information management system over effectiveness of promotion in

public and private organizations through other Municipal and District Councils.
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APPENDICES

Appendix 1: Interview Guide for HOD/HOS/HROs

PART A: PERSONAL INFORMATION

1. Department:……………………………………………………………………

2. Position:……………………………………………………………………..

3. Work experience:…………………………………………………………….

4. Level of  Education:…………………………………………………………

5. Age:………………………………………………………………………….

6. Gender:

(i) Female

(ii) Male

PART B: SPECIFIC INFORMATION

7. What are the main reasons for Dar es Salaam City Council providing

promotion to its  employees?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

8. What is existing promotion procedures used by Dar es Salaam City Council?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................
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9. What factors causes non-adherence of promotion procedures in Dar es

Salaam City Council?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

10. What is the Essence/Significance of promotion on employee’s performance in

Dar es Salaam City Council?

…………………………………………………………………………………

……………………………………………………………….............................

.............................................................................................................................

11. How do you provide guidelines of promotion criteria and procedures to your

employees in Dar es Salaam City Council?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

12. Does promotion has positive impact on employee performance in Dar es

Salaam City Council?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

13. What Factors other than promotion affect employee’s performance in Dar es

Salaam City Council?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………
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14. What are Tools used to measure performance of employees in Dar es Salaam

City Council?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

15. How do you handle ill performing employees in Dar es Salaam City Council

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

16. Do you think promotion depends on performance appraisal (OPRAS)?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

17. What are the attitudes of employees on promotion practice at Dar es Salaam

City Council?

…………………………………………………………………………………

…………………………………………………………………………………

………….………………………………………………………………………

18. What are Challenges surrounding employees promotion and its reflection to

their performance

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

What is the source of above challenges?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................
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19. Recommendations on what should be done to improve the practice of

promotion to employees and organization performance.

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………
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Appendix 2: Questionnaire for Operational Level Employees

PART A: PERSONAL INFORMATION

1. Department:…………………………………………………………………

2. Position:……………………………………………………………………..

3. Work experience:…………………………………………………………….

4. Level of  Education:…………………………………………………………

5. Age:………………………………………………………………………….

6. Gender

(i) Female

(ii) Male

PART B: AWARENESS OF EMPLOYEES ON PROMOTION PRACTICE

7. Are you aware on promotion criterion/procedures?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

8. How are employees at Dar es Salaam City Council involved in the process of

promotion?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

9. Does the Dar es Salaam City Council adhere to procedures of   promotion

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………
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10. What factors affecting the implementation of promotion procedures in Dar es

Salaam City Council?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

11. Do you know the importance of promotion on performance at individual

level?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

And at organization level

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

12. What factors other than employees promotion affect performance?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

13. What challenges are facing promotion processes at Dar es Salaam City

Council?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

What is the source?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………
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What is the implication of promotion challenges on employees and

organization performance?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

14. Recommendation on what should be done to improve the

process/procedures/practice of promotion on employees and organization

performance

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………
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Appendix 3: Interview Guide for Customers/Clients

PART A: PERSONAL INFORMATION

1. Age:…………………….……………………………………………………

2. Gender

(i) Female

(ii) Male

3. Place of residence…………………………………………………………….

4. Occupation:………………….………..………………………………………

5. Education:

(i) Below Secondary Level_________

(ii) Secondary Level_________

(iii) Higher Secondary Level_______

(iv) Advanced Diploma________

(v) Post Graduate Diploma/Degree_______.

6. Any Disability:

(i) Yes

(ii) No

PART B: SPECIFIC INFORMATION

7. What is your purpose for visit at the office?

.............................................................................................................................

............................................................................................................................

………………………………………………………………………………….
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8. How did you express your concern about customer care at DCC?  Are the

staffs polite and considerate?

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………...

9. How the staffs are helpful and approachable?

.............................................................................................................................

.............................................................................................................................

............................................................................................................................

10. How many days used by DCC to deal with clients payments after service

delivery?

…………………………………………………………………………………

………………………………………………………………………………....

.............................................................................................................................

11. To what extent DCC provides timely service as required?

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………….

12. Are customers kept informed in any delays to service required by DCC?

.............................................................................................................................

.............................................................................................................................

.............................................................................................................................

13. Are there any difficulties encountered during and when receiving services at

DCC?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………
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14. What is your opinion on services delivered by DCC

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

15. What is your suggestion to improvement by DCC service delivery

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………….



88

Appendix 4: Research Time Table

NO. ACTIVITY TIME

FRAME

SUBMISSION

1. Preparation of research proposal 4 weeks 30/03/2014

2. Data Collection 4 weeks 30/04/2014

3. Submission of raw data for

validation

1 day 08/05/2014

4. Feedback from Supervisor 3 days 13/05/2014

5. Supplementary data collection 1 week 19/05/2014

6. Data Entry and coding 2 weeks 11/06/2014

7. Writing Dissertation 2 weeks 08/07/2014

8. Submission of Draft dissertation 1 day 08/07/2014

10. Feedback from Supervisor 5 days 12/07/2014

11. Submission of 2nd draft dissertation 1 week 20/07/2014

12. Submission of final Draft

dissertation

1 week 30/07/2014
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Appendix 5: Financial Budget for Research 2014

ACTIVITITY ITEMS COSTS

Tshs.

TOTAL

Preparation of Research

Proposal

Printing services

(papers, pens, flash

disc, air time,

photocopies and

binding)

1,200,000/= 1,200,000/=

Tea/Lunch 300,000/= 300,000/=

Moving expenses 350,000/= 350,000/=

Data Collection Printing Services 500,000/= 500,000/=

Preparation of DissertationPrinting services, photocopies,

secretarial services,

airtime bundles

1,500,000/= 1,500,000/=

Tea/Lunch 300,000/= 300,000/=

Moving expenses 350,000/= 350,000/=

Binding expenses 400,000/= 400,000/=

T O T A L 4,900,000/=


